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This study explores higher education's role in
meeting small business employees'
needs.

continuing education

There is a growing need for the interpretation

of knowledge in small business today.
competitive,

and even to survive,

To stay

businesses

need a more rapid dissemination and application of
knowledge.
This challenge for small businesses is being
created by changing skill requirements in the workplace,
an aging workforce,

a worsening labor shortage,

demographic changes

(including more women,

and minorities),
challenge

immigrants,

and international competition.

The

for small businesses is further emphasized by

the Hudson Institute in Workforce 2000 when they predict
that new jobs and most of the new wealth over the next

v

decade will have to come from non-manufacturing small
businesses.

They predict that many of these new jobs

will require much higher skill

levels than the jobs

today.

On-the-job-training programs

in small businesses

often lack the structure and content needed by
employees.

Many small businesses neither have the

expertise to develop continuing education programs
adequate to meet their employee needs,

nor the resources

to purchase programs outside as larger businesses do.
These are important gaps.

Small businesses see the

tasks of educating their employees particularly urgent
as they prepare for the demands of the changing economy
with their limited resources.
This study will provide necessary data about
current and future small business employees'
education needs.

continuing

It will be of interest to higher

education institutions who wish to participate

in

employee continuing education for small businesses.

It

is a demand survey that identifies key training issues
and gaps,

and provides detailed information on the

nature of the demand of small businesses
continuing education.

vi

for employee

Fifty-six different eastern Massachusetts small
businesses

from thirty-one different communities were

surveyed through structured personal

interviews.

The results suggest that small businesses consider
employee continuing education to be an important
function of their business.

They would like to work

more closely with higher education institutions
closing the gaps
education needs.

in their employees'

continuing

in
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CHAPTER 1
INTRODUCTION AND STATEMENT OF THE PROBLEM
Colleges and universities are rich with traditions
that influence what they do and how they do it.
influences

include institutional missions as well

social and economic pressures.

The traditional

of higher education,

words which include

"campus,"

and "student,"

"library,"

The word "students,"
variety of people.
nontraditional
part-time;

These

for example,

language

"curriculum,"

is now changing.

now describes a great

It is now common to talk about

and traditional

students;

degree or non-degree;

training programs,

as

full-time and

and students

in

off-campus or extension programs.

Even the word "campus"

shows signs of developing new

meanings.
Not unlike colleges and universities,
businesses also have traditions that
do and how they do

it.

Employers

small

influence what they

in small businesses,

like their fellow educational administrators,

have had a

history of successfully meeting new challenges,
especially if these challenges were in areas over which
they had control or could gain the necessary expertise
to meet the challenge.
Hudson Institute,
Education,

Today though,

studies by The

the New England Board of Higher

the Connecticut Jobs

for the Future,

and the

2
Productive America Project,

all suggest that the

training needs of small business employees

in our

country are not being adequately met.
Small businesses
places
demands

face a competitive economy which

increasing demands on them.

Compounding these

is a changing workforce which not only

immigrants,

minorities,

employees.

The studies just mentioned suggest that 75%

of all workers

and women,

includes

but an aging group of

in the year 2000 are on the job today,

and demands will be placed on these workers to keep up
with the rapidly transforming workplace.

This suggests

that employee continuing education will have to be a
priority of small businesses.
Small business continuing education challenges
transcend traditional boundaries,

cutting across

educational and business sector lines;
too do the solutions.

and perhaps so

The magnitude of the challenges,

together with the limited resources and the
interdependence of business,

employers,

employees,

higher education institutions suggest that further
communication and partnerships are needed.

Higher

and

3
Education can contribute by adding small business
employees to its expanding definition of student.

Framework of the Study
Statement of the Problem
The need for employee knowledge in small business
has become not only greater than in previous times,

but

this knowledge now also needs to be pervasive and
continuous.

The continuous replenishment and occasional

reinterpretation of knowledge is especially crucial to
the success of American small business.
businesses are,

in turn,

The small

crucial to the economic

stability of states and the nation as a whole.
Nevertheless small businesses still

find themselves

caught between the demands of our changing economy and
their limited resources.
Although small business employees'

continuing

education needs are presently being served by a number
of educational providers,

gaps

in such learning programs

are preventing small businesses

from meeting their

business and employees'

These gaps are being

needs.

created by changing skill requirements in the workplace,
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an aging workforce,

a worsening labor shortage,

and

international competition.
The needs

for training and the gaps

in existing

training is small businesses constitute the problem that
is addressed in this study.
the needs

The purpose is to explore

in detail and examine the extent to which

higher education institutions can contribute to the
solution of these problems.

Is there an opportunity for

small business to work with certain higher education
institutions

in meeting these employees'

education needs?

continuing

What role can higher education

institutions serve in meeting the small business
employees'

continuing education challenge?

Significance of the Problem
Although employees have always had a need to learn
on the job,

the learning process has changed

substantially.

Not only do employees need to learn how

to perform a particular function or assignment,

they

also need to learn to adapt to the rapidly changing
nature of the workplace.

A number of significant

aspects of this problem need to be considered.
In the past our country has become wealthy and
powerful by exploiting the rapid changes that have taken

5
place in technology,
political order.

world trade,

and the international

How will our small businesses now

respond to new developments
international competition,

in technology,
demography,

and the various

other factors that will alter our nation's economic and
social order?
The Hudson Institute,

in Workforce 2000,

warns us

that the United States manufacturing will be a much
smaller share of the world economy in the year 2000 than
it is today.

Service industries,

create all of the new jobs,
over the next decade.

they predict,

will

and most of the new wealth

It is further predicted that many

of these new jobs will demand much higher skill

levels

than the jobs today.
The National Center on Education and the Economy
has just released a report by its commission.
Magaziner,

Ira

an international business consultant and

chair of the Commission of the Skills of the American
Workforce concludes this report by stating that
America's workforce is

in dire need of continuing

education.
Workforce 2000 also reports that between 1978
1982,

and

more than half of the new jobs were created by

firms with fewer than 100 employees.

This concentration

6
of new jobs

in small businesses has major implications

for the sociology and structure of work,

according to

Small Business Development Center Director,
Mitchell.

For example,

Clyde

small team concepts of

management may now need to be employed.
Ira Magaziner presents another point of view.
notes,

in the commission report mentioned earlier,

He
that

there is a widespread presumption that advancing
technology and the evolving service economy will create
new jobs demanding higher skills.
the 2000 employers
however,

Only five percent of

interviewed from some six countries,

saw growing educational skills needs as a

concern.
According to the Massachusetts Small Business
Development Centers,

the guiding principle in employee

education is to reduce bureaucracy by giving autonomy to
front-line workers

for a variety of tasks.

Workers are

asked to use judgement and make decisions rather than
follow,

by rote,

cumbersome procedures spelled out

in

detail.
Although different authors and commissions
emphasize different learning needs,

there is general

agreement that continuing education will become more
expensive at small work sites.

This makes

it less

7
likely for continuing education to be provided by small
V

employers operating with smaller overhead.
According to studies by the Commission on the
Skills of the American Workforce,
the Connecticut Jobs
America Project,
competition,
change,

the Hudson Institute,

for the Future,

pressures

and the Productive

from mounting international

increasing demands of rapid technological

and shifts

in the demographic composition of the

labor force have all added new challenges
businesses.

for small

As our economy becomes increasingly

integrated with the world economy,

the workers without

skills will be competing against themselves and facing
declining job opportunities.

Many workers will need

advanced skills just to give them access to useful
training.

For example,

job

as change accelerates,

assembly-line workers now need to learn statistical
process control
effectively.

in order to perform their jobs

Yet,

this system is beyond the reach of

those without a solid mathematics background.
For employees,

the good jobs will belong to those

who have the skills that enable them to be productive
a high-skill

job market.

For small businesses,

in

evidence

suggests that millions of these new workers lack even
the basic skills essential

for employment.

For workers

8

presently employed, Workforce 2000 points out that small
business must recognize as the average American worker's
age climbs toward 40,

the small business must insure

that its workforce does not lose its adaptability and
willingness to learn.

Finally,

rapid pace of industrial change,

for all employees the
and the rising skill

requirements of the emerging economy make the task of
continuing education for small business particularly
urgent.
According to Workforce 2000 and the Commission on
the Skills of the American Workforce,

improving the

education and skills of employees should be a goal of
every small business.
(1984),

These studies,

see human capital

leadership)

(knowledge,

along with Lynton
skills,

and

as the key to economic growth and

competitiveness.

Indeed,

essential to success.

a skilled workforce is

Small businesses have no cushion

for poorly skilled or inefficient workers.
Nevertheless, most small businesses don't have the time
nor the in-house capability to anticipate and plan for
workplace changes.

They may also lack the expertise to

mount and deliver continuing education programs.
Today small businesses find themselves caught
between the demands of the changing economy and limited

9
resources.

The need to close the continuing education

gaps is significant to every small business.

One might

even argue that the challenges that emerge cannot be met
by small business alone.
Also significant is the love-hate relationship
many owners of small businesses have with colleges and
universities.

To some small businesses,

colleges and

universities are the source of valuable technical
and access to equipment that they can't afford.
others,

colleges are competitors,

status to sell computers,

advice
To

using tax-exempt

clothing,

cheaper than small businesses can.

and other items
Still others believe

that colleges and universities are not responsive to
their employee training needs,

and therefore they look

to different educational trainers.
Studies by Carnevale

(1983,

1986,

1989)

suggest

that human resource development is the most critical
factor accounting for growth in the national
income.

Moreover,

the National Center on Education and

the Economy's Commission on the Skills of the American
Workforce predicts that,

in the future,

our economy

cannot grow by merely putting more people to work.
will grow,

according to the commission,

American worker be more productive.

We

by having every

The Productive

10
America Project also argues

for the need to increase

worker productivity through small business employee
continuing education.

If these predictions are true,

then the time has come for higher education institutions
to explore their role with small businesses

in meeting

this continuing education challenge.

Research Questions
This study will explore the needs of small
businesses

for employee continuing education.

It will

also explore ways that higher education institutions can
help respond to these needs.

It will provide

information about the current and future needs
continuing education in small business.

for

This

information should be of interest to those colleges and
universities

interested in working with small businesses

on their continuing education needs.
The primary questions to be answered will

include:

1)

Do employers consider employee continuing education
to be an important function in their small business
presently and/or in the future?

2)

How has technological change, and shifts in the
demographic composition of the labor force affected
small business?
What has been the turnover rate of
their employees?

3)

How do small businesses evaluate their employees'
continuing education needs?
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4)

How do small businesses develop their continuing
education programs?
How are these programs
coordinated? How are these programs evaluated?

5)

Is there any identifiable coherent strategy to
develop the core competencies employees should
in continuing education programs?

learn

6)

How are general competencies such as working well
with others; communicating effectively; and
analyzing and solving problems presently being
addressed?
Do these general competencies seem
important to employers?

7)

What do employers see as employee needs for more
specific competencies, such as basic reading levels,
computation skills, and writing?

8)

How effective are colleges and universities at
assisting small businesses in meeting their
employees' continuing education needs?

9)

How do the continuing education programs of large
businesses compare to small business programs?
What
are the differences? Are there common needs in
employee continuing education for small and large
businesses?

10)

Who presently provides employee continuing education
and to what groups of employees in small businesses
are they providing it?

11)

Do employers believe that present higher education
continuing education programs serve their needs?

12)

What role would small business employers like to see
higher education institutions serve in meeting their
employees' continuing education needs?

CHAPTER 2
REVIEW OF THE LITERATURE
In this literature review,

I shall

first review the

growing need for a role for higher education in employee
continuing education and the nature of that need.

Then

a historical perspective is developed,

and higher edu¬

cation's present dilemma is explored.

Next,

educational providers are reviewed.

Finally,

potential
the re¬

search focuses on the employee continuing education con¬
cerns of business and how both higher education and
others are addressing these needs.

Five case studies

are reviewed for these concerns.
Carnevale
Lynton

(1984)

(1983,

1982;

Valley,
1983)

Austin,

1974;

1989),

Apps

(1988),

and

all point to the need for employee

continuing education.
1981,

1986,

Many other researchers

1976;

Harrington,

Cross,
1977;

(Apps,

1971,

1976;

Cross and

Houle,

1973;

and Keller,

address higher education's response to the

increasing number of older students,

but none of these

have suggested such curriculum changes as the Hudson
Institute's

(1987)

study,

Workforce 2000,

Workforce 2000.

along with a 1987 New England Board

of Higher Education survey;
and a 1989
new roles

a 1989 Connecticut study;

Productivity in America Report,

all suggest

for higher education in employee continuing

13

education for business.

A 1990 report from the

Commission on the Skills of the American Workforce
concludes that there is a dire need for better employee
education programs.
Adult Services'
jobs,

Yet,

the College Board Office for

research warns that it is the loss of

the changing of jobs,

and the creation of new jobs

that cause employees to turn to continuing education
programs.

Partnerships between higher education and

businesses are also explored as potential opportunities
in addressing employee continuing education needs.
Lynton

(1984)

and Cross

(1971,

1976)

both provide

arguments on why some 63 million adults in the 25-45
category,

the primary learning years for adults,

need

continuing education to cope with what they see as rapid
economic technological and societal changes.
(1984)

and Capra

(1983)

Niebuhr

warn that some of society's

basic assumptions of progress can no longer be measured
by material criteria alone.
institutions'

Higher education

prior role in employee continuing

education is explored through Versey
the Morrill Act,
However,

(1965),

and then in

Hatch Act and Smith Lever Act.

even more recently,

Keller

(1983)

described the

situation which American higher education finds

itself

14
in as both less dramatic and more serious than was
widely believed.
The dilemma which some higher education
institutions now face is a paradox of whether to
continue with their traditional higher education
institution's model or become closely intertwined with
society.

The individual

institution's concern is in the

fear that in becoming more intertwined it may no longer
have clear boundaries

in time,

location,

or even in

membership.
This literature review explores these concerns,

as

well as some of the current responses to employee
continuing education needs

from both higher education

and the business community.

The Growing Need for Employee Continuing Education
Lynton and Elman
universities

(1987)

argue that American

"must establish new priorities

for their

functions because the nature and importance of knowledge
in modern society are changing quantitatively and
qualitatively"

(p.

1).

If we agree then,

as Apps

(1988)

points out,

make such fundamental change requires more than a
tuning of existing programs.

Apps,

Lynton,

to
fine

and Elman

15
all maintain that it is not enough for higher education
to provide educational opportunities for young people
immediately out of high school,

nor is it enough for

higher education to conduct research and produce
scholarships.

Today,

as Apps

(1988)

notes,

society

expects colleges and universities to serve older and
part-time students with both credit and non-credit
offerings.

Many of these students are employees of

business and industry.

These employees,

as well as

their employers now look to higher education
institutions for help.
One suggestion of a new model
described by Lynton

(1984).

for the university is

He sees higher education as

no longer isolated but indeed so closely intertwined
with society that it no longer has clear boundaries
time,

location,

or even membership.

Report that calls

in

He cites the MIT

for an extended academic community

with much movement of individuals between campus and
workplace,

both students and instructors.

His model

sees cooperation extending to a dialogue about program
needs and program content.

He envisions a real need for

a sharing of authority in matters long considered the
inviolable perogative of the faculty.

16
"In addititon,"

Lynton notes,

"the growing need for

the interpretation of knowledge and for its more rapid
dissemination and application requires more faculty
involvement in applied research,

technical assistance,

and public information"

153).

(1984 p.

To make such a fundamental change,
argues,

Apps

(1988)

often means a conscious giving up of previous

positions in favor of something new.

Apps cites the

example of higher education experiencing increased
pressure from adult students for curricular changes and
the mounting interest in off campus programs.
individual

"Will

institutions examine their commitment to

older students," he asks,

"or will they choose to

consider making only cosmetic changes"

(p.

3)?

Many authors have written about higher education
and how it must respond to the increasing numbers of
older students
1971,
Houle,

1976;
1973;

(Apps,

1981,

1982;

Cross and Valley,
Keller,

1983).

Austin,

1974;

Harrington,

1977;

for a degree

According to the Hudson Institute

study.

Workforce 2000,

that.

Between now and the year 2000,

in our history,

Cross,

Yet these authors mostly

focus on the adult returning to school
program.

1976;

(1987)

curriculum changes must go beyond
for the first time

a majority of all new jobs will require

17
post secondary education.

Even the least skilled jobs

will require a command of reading,

computing,

and

thinking that was once necessary only for the
professions

(Workforce 2000,

page 117).

Curriculum changes are needed to address the
application of new knowledge and skills
Carnevale
(1984)

(1983,

call

1986,

1989),

Apps

for jobs.

(1988),

and Lynton

for new models which provide more dialogue

between faculty and employers about program needs and
program content.
authors,

These new models,

should provide

according to these

for more on-going education of

employees.
The Commission on the Skills of the American
Workforce just released a report for the National Center
on Education and the Economy.

It surveyed skill

levels

of employees in both the United States and Europe.

This

1990 report cites an overall decline in the American
economy.
spiral

The Commission contests that this downward

is not irreversible though,

if employers

contribute to improving workforce education.
co-chair William Brock,

former U.S.

Commission

Labor Secretary,

said in a prepared news release statement that America
"talks a lot about skilled people being our most
important economic resource,

but from the way we educate

our people,
work,

from the way American companies organize

it is clear we are only paying lip service to

improving productivity”

(p.

Such transformations
busines or educational
lightly.

Niebuhr

5).

in viewing employees by either

institutions are not to be taken

(1984)

warns us of the difficulties

that develop when a transformation or a pardigm shift is
attempted:
Paradigm shifts, discontinuities, or
watersheds generate much heat before the
light.
Whether one is trying to give up
smoking, transform an economy, or re-create a
community, change is hard.
Conflict arises as
diehards refuse to seek the new truth and
evangelists of the truth grow impatient with
the diehards. [p. 29]
Capra
general

(1983)

also believes that our society in

is beginning to experience a paradigm shift.

sees it as

He

"a profound change in the thoughts,

perceptions,

and values that form a particular vision of

reality"

30).

(p.

Niebuhr and Capra describe a paradigm as a
worldview,
reality.

a way of understanding and explaining
They see a paradigm,

as described by Apps,

as

a collection of assumptions about human beings and their
motivation,

about competitions and cooperation,

about

the place for individual achievement and its value,
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about whether or not progress is a set of linear
building blocks,
technology
Capra

and about the power of and place for

(Apps 1988,
(1983)

p.

26).

suggests that the present societal

paradigm includes these assumptions:
the belief in the scientific method as the
only valid approach to knowledge; the view of
the universe as a mechanical system composed
of elementary material building blocks; the
view of life in society as a competitive
struggle for existence; and the belief in
unlimited material progress to be achieved
through economic and technological growth, [p.
31]
As early as 1980,

futurist Alvin Toffler

(1980)

was

warning us that our society was beginning to experience
a major paradigm shift.

He reasons that:

today there is a fast-spreading recognition
around the world that progress can no longer
be measured in terms of technology or material
standard of living alone - that a society that
is morally, aesthetically, politically, or
evironmentally degraded is not an advanced
society, no matter how rich or technically
sophisticated it may be.
In short, we are
moving toward a far more comprehensive notion
of progress - progress no longer automatically
achieved and no longer defined by material
criteria alone, [p. 280]
These basic assumptions cited by Capra
Niebuhr

(1984)

and Toffler

(1980),

(1983)

and

affect institutions

of higher education as well as nonformal education
conducted by business and industry and the growing host
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of other organizations.
(1968)

suggest,

society.

As Apps

(1988)

and Hutchins

this country is becoming a learning

Lifelong learning is the cornerstone for this

learning society, which of course includes educational
opportunities for adults.

These adults may or may not

be part of the existing workforce of business and
industry,

but all are players in our economic

prosperity.
Lynton
(1987),

(1984), Apps

and Powers,

(1988),

Powers,

Lynton and Elman

Betz and Aslanian

(1988)

all

make a compelling case for a new process of education
and employer collaboration.

They appeal for a life-long

and recurrent approach by higher education.
belief that a comprehensive,

It is their

practical framework for

upgrading and maintaining the skills of America's
workforce must be developed.
Yet business-higher education collaboration is not
really a new phenomena.

Since the Morrill Act in 1862,

land grant institutions have been engaged in
partnerships with businesses and industries.

Although

many of the collaborations were agricultural,
partnerships in other areas were developed as defined by
the land grant institutions'

service mission.
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Even with this long history of over 125 years,

it

wasn't until the late 1970's and early 1980's that the
growth of business-higher education partnerships began
to increase markedly.

In 1990 not only are there many

types and numbers of relationships,
broad spectrum of institutions,

but they cover a

large and small,

public

and private.

Higher Education Institutions'

Prior Role in Continuing

Education
As radical as the idea was,

at the time in 1863,

land grant colleges and universities opened their doors
to the sons and daughters of farmers.

Land grant

institutions were quite different from colleges of
today.
Apps

Many leaders in higher education,

(1988),

according to

saw these new institutions of the 1800's as

potentially little more than trade schools.
Through excellent leadership these institutions
soon built reputations far beyond the trade school
images.

By the late 1800's,

farmers began expressing

their unhappiness with what seemed to them as
impractical,

esoteric work at their tax-supported land

grant colleges and universities.

They demanded

practical answers to everyday problems like how to
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increase crop yields and raise more productive dairy
cattle.

In 1878,

Congress by passing the Hatch Act,

established agricultural experiment stations for
research and testing of new ideas at land-grant
institutions.
Veysey

(1965)

notes two examples of how university

leaders began seeing the political advantage of changing
the view of the university campus.
Adams,

an ex-farmer,

became president of the University

of Wisconsin in 1892.
said,

Charles Kendall

In one of his speeches Adams

"...the university is not a party separate from

the state.

It is a part of the state - as much a

part...as the Capitol itself"

(Veysey,

Veysey further notes that in 1909,
wrote a widely read article titled,
College."

1965,

p.

104).

Lincoln Steffens

"Sending a State to

Steffen's article pointed out that the

university at Madison would "teach anybody - anytime anywhere."

Steffens cited examples of model dairy

farms, machine shops,

and housekeepers conferences.

It

was Veysey's belief that Steffens pictured the
university as a kind of reference library for the state
as a whole

(Veysey,

In 1903,

1965,

p.

107).

Charles Van Hise became president of the

University of Wisconsin,

and with his presidency a
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strong commitment to taking academic knowledge and
consultation to the citizens of the state began to
emerge.

It was during his tenure that the slogan,

"The

Wisconsin Idea - The boundaries of the campus are the
boundaries of the state" first appeared.
In 1914,

the Smith-Lever Act established a

cooperative partnership among counties,

the states,

federal government to provide agricultural,
living,

and informal youth education

(4-H)

and

family
to the people

of the nation.
It is within the land grant organizations that the
primary functions of the university were developed.
Morrill Act

(1862)

university,

the Hatch Act

component,

The

established the land-grant
(1878)

set up a research

and the Smith Lever Act

(1914)

established a

formal extension function of higher education.
Prior to the Morrill Act the question of how
colleges and universities fit into society was
influenced by the histories and traditions of higher
education in America.
out,

Jencks and Riesman

"during the seventeenth,

eighteenth,

(1977)

point

and early

nineteenth centuries, American colleges were conceived
and operated as pillars of locally established church,
political order,

and social conventions"

(p.

1).
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These colleges,

according to Jencks and Riesman,

were more like today's high schools.
emphasis on specialized subjects,
employ a

faculty of scholars.

They placed little

and neither did they

"With the wisdom of

hindsight it is tempting to conclude that these colleges
influenced neither the intellectual nor the social
history of their era"

(1977,

p.

1).

Criticisms of higher education that Andrew Carnegie
expressed in 1889 were widespread even in earlier
decades,

according to Veysey

(1965).

Carnegie

complained that college students were:
trying to master languages which were dead, and
accumulating such knowledge as seems adapted for
life upon another planet that this as far as
business affairs are concerned, the future captain
of industry is hotly engaged in the school of
experience,... College education as it exists is
fatal to success in that domain (the business
world) (Veysey, 1965, pp. 13-14).
Nevertheless,

by the early 1900's with the passage of

the Morrill Act,

Hatch Act,

and universities

in this country began to move in a new

direction.

and Smith Lever Acts,

colleges

Declining enrollments in the mid 1800's plus

diminished prestige meant that some changes were necessary.
Visionary lawmakers saw a role for universities

in

advancing agriculture and engineering when much of our
country was yet to be settled and the majority of the
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population still

lived on the farm.

Ezra Cornell and John

Hopkins donated money to establish universities and soon
others

followed.

It wasn't until the mid 1950's though that higher
education began to experience what really could be
described as a rapid growth.

Keller

(1983)

points out that

institutions of higher education constructed more buildings
from 1955 to 1974 than during the previous 200 years
9).

The years

following 1955 also marked a great increase

in the number of community colleges.
about 400
students.

(p.

In 1955 there were

small commuity colleges enrolling about 325,000
Twenty years later,

according to Apps

(1988),

there were 973 two-year community colleges with an
enrollment of 3.4 million students

(p.

34).

In 1988,

community colleges now number 1,224 different institutions.

Higher Education's Dilemma
Today the higher education dilemma may best be
described by Keller

(1983):

The situation in which American higher
education finds itself is both less dramatic
and more serious than is widely believed.
What makes it less dramatic is that the
colleges and universities have always been
pressed to scramble to find adequate
funding...American colleges and universities
occupy a special, hazardous zone in society,
between the competitive profit-making business
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sector and the government owned and run state
agencies.
They are dependent yet free; market
oriented yet outside cultural and intellectual
fashions.
The faculty are inventors,
entrepreneurs and retailers of knowledge,
aesthetics, and sensibility yet professionals
like the clergy and physicians.
The
instituions pay no taxes but are crucial to
economic development...They constitute one of
the largest industries in the nation but are
among the least businesslike and well-managed
of all organizations, [p. 5]
Increasing numbers of adults are now seeking
continuing education as a basic necessity in their
lives.

The loss of jobs,

the changing of jobs,

and the

creation of new jobs and responsibilities are some of
the primary reasons that adults point to as reasons
needing continuing education programs.
according to the College Board,

for

Nationwide,

some 6 million adults

are engaged in credit study at colleges and an estimated
additional

6 million are participating in noncredit

continuing education.
At this same time,

however,

individual higher

education institutions debate whether or not to extend
their academic community.

For some,

the extension for

would mean much movement of individuals between campus
and the workplace,

both students and instructors.

It

would provide further dialogue about program needs and
program content.

Authority,

as Lynton pointed out,

would be shared in matters long considered the
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inviolable perogative of the faculty.
issues for many institutions.

These are big

Workforce 2000f

and the

Commission on the Skills of the American Workforce both
suggest that these issues are more serious and have a
greater impact on our economy than widely believed.
Whether historians record this current transitional
period as dramatic as the changes occurring in the late
1800's,

or those that occurred from the mid 1950's to

the mid 1970's remains to be seen.

Yet Apps

would argue that the situation and its

(1988)

influences are

quite different today than these other times.
influences

He sees

in higher education today to include:

-changes in student enrollments
-curriculum shifts
-competition among colleges and universities
and with other providers
-potential for cooperation
-new ideas about teaching and learning,
including the influence of technology
-financial considerations [p. 35]
Apps

(1988)

cites that in 1985,

12.2 million

students were enrolled in institutions of higher
education

(this

includes both two and four year and

public and private institutions).
million students

in 1983.

This compares to 12.5

By 1992,

it is further

predicted that approximately 11.8 million students will
enroll

in higher education

(Apps,

1988,

p.

35).
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In addition to the decline in enrollments
demographers at the College Board predict that 49
percent of the students enrolled in institutions of
higher education in 1992 will be 25 years old or older.
Fifty-five percent of these older students will be
women.

More than 19 percent of all

education will be 35 or older.
or older,

75 percent will

study part time.

Green,

Levine,

1985,

p.

in higher

And of those students 25

percent of those 35 or older will
Bureau of the Census,

students

Eight-five

study part time

(U.S.

150).

and Associates

(1985)

maintain that

not only are the proportion of older to younger students
shifting and part-time students

increasing,

but there is

a value shift occurring,

particularly for the

traditional-age students

(those eighteen to twenty-two):

Today's college student has quite a different
view of the world from that of his or her
older sibling ...Compared to those who were in
college as recently as a decade ago, today's
young people are decidedly less altruistic,
more concerned about self, and more anxious
about the future.
There is increased interest
in landing a high-paying job, gaining public
recognition as an authority in one's chosen
field, and being able to supervise other
people.
There is less interest in
environmental issues, racial understanding,
and public affairs in general, [p. 10]
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Others
Valley,
1983)

(Austin,

1974;

1976;

Harrington,

Cross,
1977;

1971,

Houle,

1976;
1973;

have also argued about the changes

Cross and
Keller,

in student

enrollments and their far-reaching effects on higher
education.

They further agree that one of the effects

will be an influence on college curriculum.
Derek Bok
sees

president of Harvard University,

five trends that will have an impact on

undergraduate
work,

(1986),

(2)

programs:

(1)

an increase in remedial

a shift from liberal arts toward more

vocationally oriented studies,
academic standards,
majors,

and

(5)

the liberal arts

(4)

(3)

a relaxation of

the addition of vocational

a reduction of course requirements
(p.

in

39).

There is agreement,

then,

among authors that there

will be far reaching effects on higher education from
the changes
healthy

in student enrollments,

but there is a

disagreement on the appropriate course of

action for higher education.

The fundamental question

seems to be best summarized by the question:

What is

the purpose of higher education - to gain a body of
knowledge or to obtain a critical education?
In a national survey conducted by the U.S.
Department of Education

(1986),

adults were asked what
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adult education courses they enrolled in and where they
participated in them.

Almost two-thirds of the courses

were taken for job-related reasons and 21 percent of the
courses were taken for credit
1986,

p.

1).

Other studies
Brickell,

(Department of Education,

1980)

(Cross,

1971

1976;

Aslanian and

also concludes that the majority of

adults who participate in higher education do so for
job-related reasons.

In serving this population,

whether they want to recognize it or not,

colleges and

universities compete with other educational providers.
In 1984,

over twenty-three million adults participated

in some form of organized adult education activity
Department of Education,

1986,

p.

1).

(U.S.

Thirty-four

percent of these educational opportunities were provided
by two and four year colleges and universities.
remainer were distributed as

The

follows:

-17 percent business and industry
- 9 percent private community organizations
such as the League of Women Voters,
churches, and environmental groups
- 6 percent professional associations and
labor organizations
- 8 percent government agencies
-13 percent vocational trade, business and
other schools
- 6 percent elementary and secondary schools
- 8 percent private instruction [U.S.
Department of Education, 1986, p. 5]
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Eurich

(1985)

estimates that business and industry

spend anywhere between $40 to $100 billion annually on
education.
Even when the salaries and wages paid during
training are omitted for purposes of comparison
with higher education costs, it appears that
private corporations may be approaching the total
amount spent annually by our nation's universities
and other four-year colleges, both public and
private.
That for 1981-82...was just over $60
billion (Eurich, 1985, p. 6).
He also points out that besides offering in-service
training and personal development opportunities for
their employees,

eighteen firms offered degree programs

in 1985

1985,

(Eurich,

to Edgerton

p.

87).

In addition,

according

(1983)

...by 1990 ten to fifteen million manufacturing
workers will no longer be needed in the jobs they
now have.
With the baby-boom generation reaching
maturity, far fewer people will also be entering
the labor force afresh.
Eighty-five to 90 percent
of the labor force of 1990 is already in place" (p.
4) .
These facts,

added to the current volume of training

across the nation,

suggest that a formal recognition of

employer-sponsored instruction is in order.

Potential Providers of Education
Anthony Carnevale,

chief economist for the American

Society for Training and Development,

prepared a special
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report to look into the size,

scope,

training and development today.

and influence of

His report is detailed

in the January 1986 edition of the Training and
Development Journal.

He believes that,

ironically,

it

is training and not formal education that mainly
determines what a person will earn throughout his
working life,

and it is training,

that provides all the skills
(p.

not formal education,

for two out of three jobs

18).
Carnevale asserts that workplace learning is large

and likely to grow larger still.

He sees this workplace

learning system as no longer being a silent partner in
the nation's learning enterprise.

He argues:

Public education and job training programs outside
the workplace do not have appreciable effects on
the individual earnings or on institutional
performance.
Training, outside the workplace does
not create jobs; jobs create training (Carnevale,
1986, p. 18).

Corporate training is an extensive,
endeavor,
1988;

costing billions and training millions

Carnevale,

Eurich,

multifaceted

1985;

1986;

Lynton,

Carnevale and Goldstein,
1984;

Morse,

1984).

(Apps,
1983;

The

increasing involvement of business and industry other
than educational providers

in providing educational

opportunities has resulted in varied reactions

from
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colleges and universities.
reasons,

But,

as Boyer

(1983)

"there is a crucial difference between

thoughtfully responding to student needs and randomly
starting programs unrelated to an institution's own
objectives"

(p.

32).

Boyer challenges higher education to discover
rediscover)

(or

the unique contributions it can make to an

adult population.
Companies cannot and will not go to the heart of
education.
Industrial education, with all its
variety, is not likely to achieve the understanding
that can result when students and teachers can come
together to test ideas, reflect upon deeper
meanings, and weigh alternative conclusions.
Through such encounters, information is placed in a
larger context and the relationship of knowledge to
life's dilemmas can be thoughtfully explored.
These remain the essential goals of higher
education (Boyer, 1983, p. 32).
Lynton and Elman

(1987)

also warn that as colleges

and universities search for alternative sources of
enrollment and revenue,
attempt to provide

they should not rush in an

"quick fix" workshops,

seminars,

courses that are designed to meet short-term needs
data and skills

(p.

and
for

105).

Campuses should not "turn themselves into
educational
survival"

supermarkets with a view toward fiscal

(Boyer and Hechinger,

and Gilmore

(1975)

1981,

p.

58).

Branscomb

further warn that universities by and
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large are not very good at training and probably should
not engage in it at all.

Boyer

(1985)

adds that if

higher learning abandons its own special mission,

it

might find itself in a contest it cannot win.
Given these concerns,

then,

what role should

institutions of higher education play in the education
and training for those already employed?
Lynton and Elman

(1987)

propose that so much needs

to be done that there is ample opportunity for many
categories of educational opportunity providers.
their belief that the

It is

"maintenanace of competence"

includes a great deal of instruction that is product and
industry specific and can best be provided in-house.
"Even in many of the more generic topics," they warn,
"the optimal approach to employee development is likely
to be that it focuses more on
than on

'knowing why'

Yet the

'knowing how,'

or education."

"nonacademic"

(p.

or training

104).

educational learning

enterprise of training is presently receiving a lot of
attention from educators
1984;

Eurich,

Powers,

1985;

(Lynton,

1981,

Lynton and Elman,

Betz and Aslanian,

1988;

Apps,

1984;

1987;

Morse,

Powers,

1988).

This

learning enterprise perhaps can further be described in
the comparison of two individual

institutions.

Before
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its breakup,

AT&T's annual education and training budget

of $700 million was three times MIT's annual budget of
$222 million.

Nash and Hawthorne

(1987)

point out

although much of the training "is not comparable"
education of MIT nevertheless,

to the

it is clear that

institutions whose primary purpose is something other
than education are spending amounts on education at
least comparable to and often exceeding those spent at
colleges and universities.
Not all companies spend egual amounts on education
and training,

and not all

employee education.

industries

Furthermore,

Training and Development Journal
January,

1987;

January,

1988)

according to the
(January,

1986;

corporate training funds

are spent on a variety of activities.
corporation,

invest similarly in

The larger the

the more it spends per employee on

education and training.

The large corporations are more

likely to spend money on in-house training and less on
tuition reimbursement.

Likewise,

the corporations that

spend the most money clearly prefer to develop their own
education programs,

according to Nash and Hawthorne

(1987) .
Education and training also vary depending upon
company size and type,

the employee's job function,

the
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type

of course,

companies.

In

and various
1975,

other

for example,

percent of employees working
500

employees

(4.4

million persons)
(3.7

during working hours

700,000,

part

and another 4

1,000

p.
By

is

or more

companies with
1987,

percent

500

or

(1.3

percent,

percent,

The percentage
same

employees but

10

999

11

for all
percent

employees

(Nash

over

in a

after

million persons)

roughly the

to

or

2

13

employing

took part

million,

in tuition aid programs.

tuition programs
with

and

individual

approxiamtely

in companies

company-sponsored course

hours),

factors at

took

for
comapnies

for

and Hawthorne,

6).
1987,

participated
training.

6.8

By
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first-line

1985,

million employees

participation among upper-level

increased
percent;

(senior and upper-middle

middle managers,

surpervisors,

technical

employees,

financial

institutions

Levels

8

in corporate-sponsored education and

employees had
managers,

million to

63

72

percent;

percent)

66 percent;

professional

particularly

(Lusterman,

1985,

of participation within

p.

firms varies,

represent a

portion of all

firm.

estimates

7

percent

(Lynton,

1984,

in

7).

generally participating employees
employees within a

p.

41)

and

but

small

Lynton
while
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Carnevale,

12.5 percent

(Carnevale,

1986,

p.

20).

Percentages may be misleading though, when one considers
that 12 percent could represent an estimated 172 million
employees.
Although largely unrecognized by those in higher
education,

corporate learning has grown into a $30

billion industry,
employees'
(1986,
in,

p.

a silent and efficient postscript to

formal education according to Carnevale
18).

He further argues that even as interest

and demand for,

training grows within corporations,

opinion leaders and government policymakers are showing
more interest in encouraging workplace training and
development to leverage individual earnings and improve
the nation's competitive advantage.
To some,

the ultimate extension of corporate

education is a degree-granting college sponsored by the
corporation itself.

Generally,

has not taken this step
have instead,

business and industry

(at least as of 1989).

They

preferred to leave the credit and

degree-granting authority to existing colleges and
uiversities.

In some instances,

however,

corporations

have founded degree-granting institutions or corporate
colleges.
pp.

16-19),

Table 1,

taken from Nash and Hawthorne

lists these colleges:

(1987,
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TABLE 1

Corporate Colleges

Receipt of
DegreeCr anting
Privilege

Nongovernmental
Accrediting
Agencies*

lira

Location

Original
Sponsor

Mamfac taring
Chrysler Institute of
Engineering

Ml

Chrysler Corp.

n
H)

Chrysler Corp.
Chrysler Corp.

1931
1983
1984
1985

CMI Engineering and
Management Institute

Ml

Ceneral Motors

1945

North Central,
NAITS, ABET

Bachelor's

Institute of Textile
Technology

VA

North American
textile corporations

1944

Appl. SACS

Master's,
Ph.D.

Institute of Paper
Chemistry

WI(b)

Paper manufacturers

1929

North Central

Master's,
Ph.D.

Philadelphia College of
Textiles and Sciences

PA

Theodore Search,
textile mamfacturers

1955

Middle States

Associate,
Bachelor's,
MBA

Northrop University

CA

Northrop Corp.

1958

Western, State
Bar of Cal.

Associate,
Bachelor's,
Mascer's,
J.D.

Policy
Rand Craduate Institute
of Policy Studies

CA

Rand Corp.

1970

Western

Ph.D.

Insurance and Banking
College of Insurance

W

Insurance Society
of Nf

1962

Middle States

Associate,
Bachelor's

MA

AIB - Boston
AIB - Chicago

1979
1985

Cand. N»E«

n

Associate
Associate

HA

Mass. Cen. Heap.

1977

Card. N.E.

Master's

College of Health
Sciences

VA

Coos. Hosp. of
Roanoke Valley

1982

Cand. SACS
Cand. NLN

Associate

Bishop Clarkson
College of Horsing

NE

Bishop Clarkson
Hospital

1982

North Central,
Appl. NLN

Bachelor's

MA

Boston Architectural
Club

1979

National Arch.
Acer. Bd.

Bachelor's

American Institute of
Banking
Allied Health
Institute of Health
Professions

Architecture
Boston Architectural
Center

continued

Degrees
Awarded

Maater's(a)
Associate
Aasodate
Associate

TABLE 1

(continued)
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Corporate Colleges
Management
Institute of Marv^ement
Competency

W

American
Management
Association

CA

(continued)
Applied
1981
Applied
1982

Master's
planned
Master's
planned

Industrial Management
Institute

IL

Midwest Industrial
Management Assoc.

1984

Plans to apply
North Central

Arthur D. Little
Management

MA

A.D. Little, live.

1973

N.E.

NJ

Stat-A-Matrix

Associate

.

Master's

Education Institute
Technical
Stat-A-Matrix Institute

Applying to N.J.

Master's
planned

N.E.

Master's

%
Viang Institute of Graduate
Studiea(c)

MA

Dr. An Wang
(Viang Labs)

1981

CA

University
Associates

1979

Master's

00

C1BAR, Inc.

1974

Maater'a(d)

IL

McDonald's

1985

Associate

11 6ltes

Bell & Howell

1984(g)

Associate

Other
Ihiversity Associates
Craduate School of
Hasan Resource
Development
Independent Proprietary
CLEAR Systems Institute
McDonald'a Hamburger
University(e)
Wholly Owned Proprietary(f)
De Vry Institute of
Technology

(purchased 1967)

National Education
Center

FL

Private institution

Uatterson

KY

Met rids ta

Katharine Gibbs

MA,
other sites

cr,

McGraw-Hill

Bachelor's
1988

Associate

*AE£T - Accreditation Board for Engineering and Technology
NAITS “ National Association of Trade and Technical Schools
NLN - National League of Miraing
SACS - Southern Association of Colleges and Schools
1C - Now England Association of Schools & Colleges
(a) Has had authority to grant Master's degrees in automotive engineering since 1931. Since 1967 provides internship
sites and supervision, but students take coureeuorit at local universities, from which they receive degrees.
(b) Has had degree-granting authority, but the degree students receive is swarded by Lawrence University.
(c) Herged with Boston University in 1987.
(d)
(e)
(f)
(g)

No longer offers degrees: providing coursevork only.
Name la temporary: operating as a proprietary Institution ixitil degree-granting authority granted.
Not an exhaustive list.
The National Education Corporation purchased Broward Junior College In 1984.

Source:

Nash & Hawthorne (1987)
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According to Nash and Hawthorne

(1987),

there are

presently some 21 corporate colleges in 11 states which
have degree-granting authority

(excluding the wholly

owned proprietary institutions).
offering programs

Almost all began by

in specifically defined fields of

study.
This pattern of a single focus to meet corporation
needs,

Nash and Hawthorne

over a time.

(1987)

feel,

Northrop University,

for example,

begun as a technical training school
mechanics during World War II.

generally expands

for aircraft

It now offers a complex

array of undergraduate and graduate programs,
a law school,

and operates as an independent

of higher education.

was

including
institution

Corporations have also formed

corporate colleges through the professional and trade
associations to which they belong,

for example,

the

American Institute of Banking and the Midwest Industrial
Management Association.
Almost invariably,

the corporate colleges were

formed to meet a need not filled by higher education
(Nash and Hawthorne,

1987;

1987) .

Wang Institute,

For example,

founder Dr.

An Wang,

was

Apps,

1988;

Lynton and Elman,

according to its

founded because Dr.

Wang could

not convince any Boston area colleges to offer a
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satisfactory degree program in computer software
engineering.

In 1987 Wang Institute affiliated with

Boston University.
As noted previously,

corporate colleges represent a

very small portion of employee education.

Nevertheless,

these corporate colleges do demonstrate the growing
overlap between the offerings of the corporate
instructional

system and the courses of traditional

higher education

(Lynton and Elman,

Another promising area

1987,

p.

107).

for higher education,

will be further developed in this study,
involvement with small enterprises.

which

is the

In-house corporate

instructional programs are far more prevalant in medium
sized and large businesses than in smaller ones
(Lusterman,
1988;

1977;

Lynton and

Lynton,
Elman,

1984;

Carnevale,

1987).

1986;

Apps,

Only larger enterprises

have employees who are charged with the specific task of
organizing such programs,

and there must be enough

employees needing a certain kind of instruction at any
time to make this cost effective.
public employers with a

Private as well as

few hundred employees either

have to rely substantially on pre-packaged courses
from external vendors or do nothing at all.

Many of
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them are likely to welcome help from academic
institutions

(Lynton and Elman,

1987,

p.

107).

Special Employee Continuing Education
Concerns of Business
The literature reviewed suggests that the time has
come for higher education to face the competition from
other educational providers.

Colleges and universities

must decide what contributions they wish to make to the
adult learner.

Employee training and development is,

and by all projections will remain,
business and industry
1988) .

Yet,

(Apps,

1988;

as Eurich argues,

a major concern of
Lynton and Elman,

little has been done by

higher education to address this concern.
Higher education has done little to learn
about teaching and learning.
The university's
instructional mode has scarcely changed over
the past 50 years.
Educational innovations
are few and often of only marginal impact
...Seldom has interest in the learning
process, its difference among individuals, and
the implications for classroom methods been
expressed in educational halls, much less
supported and rewarded. [Eurich, 1985, pp. 55]
Cross
and Apps,

(1971,
(1988),

1976),

Aslanian and Brickell

(1980,

all point out that adults can learn in

ways other than attending fifty-minute lectures on
Mondays,

Wednesdays,

and Fridays for sixteen weeks.
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Business has also found that adults can learn,
computer and other technological

formats,

via

in the privacy

of their offices and homes.
The foundation for the present system of higher
education was established in the late 1800's.

History

illustrates that institutions of higher education
constantly react to societal

forces

(Apps,

1988,

p.

43).

These institutions have often changed reluctantly,
however,preferring to maintain the status quo rather
than respond to business and industry needs.

Some

institutions have preferred not to do business as usual,
but have discovered that the delivery of educational
services to business and industry is an important
component of their overall

instruction.

The College Board's Office of Adult Learning
Services

(OALS)

has been studying ways in which colleges

are entering into contractual agreements with companies
for education and training of employees
well as non-credit courses,
business sites,
by Carol

B.

businesses,

on campus,

Aslanian,

for credit,

as

which are offered on
or both.

OALS staff,

headed

have interviewed over 500

government agencies,

and voluntary

associations to locate contract training for client
colleges.

One of the conclusions in the College Board's
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study was that all kinds of institutions of higher
education - two-year and four-year,

public and private,

large and small - are helping to lead all kinds of
businesses,

industries,

government agencies,

and

voluntary associations in the future with its
ever-increasing technology.

In addition,

OALS has just

completed a national study of contracts with colleges
and universities.

Thirty institutions nationwide,

with

established and sustained contract-training programs of
significant size and scope,

were then selected for in

depth analysis.
Aslanian

(1983)

points out that the profiles of

these partnerships demonstrate how colleges can offer a
variety of programs,

with or without academic credit,

that allow employers the flexibility of choosing among
the best alternatives rather than setting up their own
training services.
Other conclusions gained from their previous
research in Training by Contract
1)

2)

(1983)

include:

Organizations that contract with colleges
are large enough to supply a class of
students and pay for their tuition.
Employees whose jobs are changing because
of new equipment and technology are far
more likely to want to learn, because
their job performance means survival and
success for themselves and the
organizations they work for.
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3)

4)

5)

6)

7)

8)

9)

10)

11)

12)

Contracts for single courses have been far
more common than contracts for degrees,
and courses that offer occupational
enhancement have been far more
sought-after than those that do not.
Length of the courses has usually been
determined by what is needed to be
learned, rather than what could be taught
in the standard semester course.
The methods used over and over again have
been those that confronted the learners
with lifelike problems and assistance in
finding out how to solve them.
A healthy majority of those who have
taught the courses have been members of
the college faculty.
The sessions have been held either on the
college campus or at the organization site
rather than at two locations, and of the
two locations, more often than not the
organization's site has been chosen.
The pattern of the services provided has
been no different from those offered to
the traditional student; any college that
offers good services to its students will
offer good services to organizations that
wish to make use of them.
The common pattern of the organizations
has been to recruit and select the
employees who will under-go the training,
to give them full pay throughout the
training period, and provide faculty and
administrative assistance.
Contractual charges have been based, for
the most part, on standard tuition
charges, raised somewhat to reflect the
extra costs to the college in treating the
organization as a student.
For the most part, certification has been
standard academic-credit hours reflecting
the amount of instructional hours
involved.
Every method of evaluation was used with
the most common pattern being the use of
questionnaires completed by the students
during and after the training and follow¬
up studies by the organizations on subse¬
quent job performance, [pp. ix, x, and xi]
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Kopecek and Clark

(1984)

believe that contracted

"customized training" for business and industry should
be a significant new program focus for higher education.
They point to the programs being provided for the wide
variety of firms as a result of a combination of social
and economic forces at work in society for the last
decade.

It is their conclusion that specialized

education for the private sector is one of the reasons
why community colleges are gaining in stature across the
country.
Two year colleges are not the only ones that have
responded to the needs of business and industry.
Powers,

Powers,

Betz and Aslanian

(1988)

As

point out,

the

university seems to be rapidly shedding its ivory tower
image.

They maintain that not only are businesses and

industries interested in entering cooperative
relationships with institutions of higher education but
federal agencies and state governments are interested in
promoting such relationships.
Government is showing an increased appreciation of
higher education as an important factor in economic
development.

Many state governments are investing

heavily to enhance higher education's ability to provide
existing businesses with services that will increase
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productivity.

The state of Massachusetts for example,

has established Bay State Skills,
(ET),

Employment Training

and Mass Jobs; all three programs developed in

attempt to improve economic development.
State governments are also funding cooperative
programs because of their important role in the
transition in employment patterns from assembly line
manufacturing toward services and automated production.
Researchers and employees involved in these programs are
gaining insight as well as technological and management
knowledge and skills necessry for this shift,

according

to Massachusetts state employment officials.
Powers,

Powers,

Betz and Aslanian

(1988)

and,

the

American Association of State Colleges and Universities
(AASCU)(1987)

provide examples of the most successful

and innovative partnerships.
affiliated industrial parks,

They cite universityresearch,

and technical

centers as well as on-campus training programs.
According to the authors,

university-industry

relationships in the form of research-industrial parks
and incubator centers have captured the imaginations of
governors,

state economic development officers,

government officials,

and the popular media.

local
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Some of the better known parks include Stanford
University's with its eighty companies in 660 acres;
Research Triangle Park, which involves the University of
North Carolina at Chapel Hill,
University and Duke University;

North Carolina State
and,

Yale's New Haven

Science Park which houses 82 companies.
In offering services to businesses,

colleges and

universities should not ignore small businesses.
(1983)

Walton

points out that "small businesses moderate a

region's growth or decline"

(p.

5).

Birch

(1979)

estimates that about two-thirds of the new jobs created
between 1969 and 1976 were in firms of twenty or fewer
employees.

Walton

of eight studies

(1983)

further compares the results

(including Birch's)

that examined data

gathered between 1969 and 1980 and found that "the share
of net new jobs created by small establishments
than 100 employees)

(fewer

appears to be around 80 percent"

(pp.7-9).
Powers,

Powers,

Betz,

and Aslanian

(1988)

point out

that in many areas of the country particularly those
that are not highly populated,

small businesses may be

able to provide needed services more cost effectively
than chain stores or branch offices,

since marketing
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practices of large establishments often are designed to
succeed in a metropolitan environment

(p.

15).

A broad variety of large businesses and industries
have contracted successfully with colleges
They include Goodyear Corporation,
Corporation,

AT&T,

Hazleton Laboratories,

Insurance Company of America,

for training.

Digital

State Mutual Life

Foss Launch and Tug

Company,

General Motors Corporations,

Miller Brewing

Company,

and American Fletcher National Bank.

Examples of government agencies that have
contracted with colleges
Atlanta

(Georgia),

for training are City of

Elkhart School District

(Kansas),

California Work-Site Education and Training Act project,
United States Army,

United States Air Force,

Newport

Naval War College,

New York State Division of Alcholism

and Alcohol Abuse,

Massachusetts Department of Social

Services,

and the Ohio Department of Welfare.

Voluntary associations
and labor groups,

include professional groups

as well as religious,

cultural and artistic,

political,

social

educational,

service,
health,

and leisure groups that people join voluntarily.
Organizations of 300 employees or more,
to many college officials
industry programs,

according

involved in business and

would be most likely to have the
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resources needed to sign a contract training agreement
and to have funds earmarked for training and tuition.

A

study conducted in 1988 of 25 businesses with 300
employees or more by this researcher,

also points out

that these businesses are more apt to have their own
human resources department and in-house training
programs.
however,

University special program directors affirm,
that these companies by the nature of their

in-house training programs are often most receptive to
the kinds of educational opportunities colleges can
offer.

Once establishing systems for training,

these

businesses now understand the importance of learning and
are willing to identify what they need and how to obain
it.

Case Studies
New England Board of Higher Education
The New England Board of Higher Education with
the support of W.
of business,

K.

Kellogg Foundation conducted a survey

government and higher education leaders in

1987 on education and training for the future of New
England.

Entitled the Education and Training Survey for

New England,

the survey was designed to provide information

about current and future needs for employee training
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and education.

The findings

from this survey are

important in determining the requirements of business
and industry in meeting the challenge of international
economic competition and rapid technological change.
This survey helps to provide insight into the
attitudes and concerns of business,

higher education,

government leaders and higher education governing and
policy board members.
- economic growth,

Five major topics were addressed

internationalization of the economy,

education and training,

environmental concerns and

public policy issue priorities for the region.
Individuals surveyed included high level human
resource managers of New England companies and human
resource managers who were members of the American
Society of Personnel Adminstrators.
selected by state,

Members were

and a sample was drawn in proportion

to each state's population.

More than 420

individuals

were sent a survey questionnaire and 226 responded,
providing for a 53 percent rate of return.
The leadership groups surveyed agree upon the
priorities for sustaining the region's future
prosperity.

Moreover,

a most important finding was that
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higher education is seen by them to have an integral

in

helping to sustain this prosperity.
Education and training of high school dropouts is
seen as the most serious education and training problem
that faces the region.

The second most serious

education and training problem is seen as enhancing the
problem solving and analytical
All

leadership groups

skills of the work force.

indicated that more

communication needs to take place between higher
education and business and government communities.
suggest creation of business,

government,

They

and higher

education partnerships as a way to facilitate this.
This leadership survey was

followed in 1987 by a

more specific Education and Training Survey of Human
Resource Managers.

Human resource managers at New

England companies and organizations surveyed indicated
that inadequate management skills of company employees
is the most prevalent education and training problem.
Key findings of the views of human resource managers are
here summarized from the report:
-Technical skills, adult illiteracy and basic
math/problem solving skills of employees are not
viewed as problems.
-Though adult literacy is not viewed as an
education and training problem of employees at
New England organizations, it has posed a problem
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in terms of new recruits for employment.
Supervisory, management and critical thinking
skills are also education and training problems
facing human resource managers in screening job
applicants.
-Most organizations rely very heavily upon
on-the-job training and informal programs as the
means for providing education and training for
their employees; for factory/production and
maintenance workers, these two means are used
almost exclusievely.
-The major provider of continuing education for
all employees is the internal staff of the
organizations.
-Continuing education is provided for management
and professional specialists to a much greater
degree than for any other employee group at New
England orgainizations.
Continuing education for
managers usually takes place at hotel and motel
conference centers, whereas local colleges and
universities usually provide continuing education
for professional specialists.
Private consultants
are heavily relied upon for the continuing
education of management and also, but to a much
lesser degree, for professional specialists.
Professional associations and public four-year
colleges/universities also provide substantial
continuing education opportunities for these two
groups.
-Human resource managers generally view colleges
and universities as effective in preparing
graduates for the work force and in providing
continuing education.
-More than one fourth of the human resource
managers suggest that the provision of courses and
seminars is the greatest contribution made by
colleges and
universities in meeting the
education, training and continuing education
needs of New England organizations.
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-About one third of the human resources managers
believe that colleges and universities would be
more effective in terms of education, training
and continuing education for New England's
organizations if more practical learning took
place on campus.
They suggest more field
practicum and internship programs as effective
ways to improve learning.

Connecticut:

1989 Jobs

In 1989,

for the Future

Connecticut released "A Jobs

Future Report."

for the

This study represented samples of 350

small business managers and 350 small business
employees.

It answered a key question:

and private sectors
small business'

Are the public

in Connecticut prepared to meet

training needs?

The answer they found

was no.
Like Massachusetts,
training issues and gaps.

the report identified key
The Connecticut report also

made recommendations to address them.

It called for

action in four areas of small business training,

namely

to:
-improve the content of public and private
sector
training programs for on-the-job,
basic skills,
customized and formal training;
-strengthen the delivery of these programs
public and private sectors;

in

both

-enhance the communications on training goals
and
programs between suppliers and consumers
of
traiing and in the workplace between
employers
and employees;
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-increase the coordination of training
activities
in the state to fill gaps and
avoid unnecessary
duplication.
The report concluded that employees want formal
training,

yet most training is done on the job and is

inadequate.

In addition,

help in reading,

writing,

49% of the employees wanted
and math,

and 51% of employers

reported their workers need such basic skills training.
Nevertheless,

no coherent strategy seems to exist,

according to the report,

to develop the core

competencies workers should learn in training programs
and to identify the levels of proficiency they should
master.
According to the report,

at a time when Connecticut

finds itself in the midst of a worsening labor shortage,
an aging workforce,
workplace,

and changing skills demanded in the

training programs

in both the public and

private sectors are not prepared to meet these needs.
It recommends the establishment of a multi-sector Human
Capital Strategy Board to coordinate program content,
delivery,

and communications.

The board would include

the State Job Training Coordinating Council,

the

Connecticut Office of Policy and Management,

private

industry councils,
Association,
Council,

Connecticut Business and Industry

State Occupational Information Coordinating

regional Education Service Centers;
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institutions of higher learning,
training programs,

state customized

and many others.

Small businesses are an important part of the
Connecticut economy.

They employ 65% of the private

sector workforce and they are projected to create about
60% of all the new jobs

The Massachusetts'

in the foreseeable future.

Response to Training

In 1981 an on-going forum was created to bring
together independent and public higher education in
Massachusetts.

It was hoped that business,

industry,

and

higher education might be able to create broad public
and government awareness to economic
establish such a forum financial
through the George I.
1981-82,

issues.

To

support was requested

Alden Trust and beginning in

groups of educational,

leaders began to meet.

business,

and industrial

These meetings are referred to

as the Alden Seminars.
Two of the

"white papers"

from the Alden Seminars

deal with higher education and employee education and
training.
entitled,

In 1984-85,

a

"white paper" was released

A Corporate-Academic Dialogue.

During the
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following year 1985-86,

the "white paper"

entitled.

Lifelong Learning and Recurrent Educationf
In A Corporate-Academic Dialogue,

was released.

Ernest Lynton,

Commonwealth Professor at the University of
Massachusetts at Boston and Senior Fellow at its John
McCormack Institute,
uous,

w.

cited a growing need for a contin¬

repetitive pattern for professional education and

noted the particular needs of small businesses.
The general subject area

in this

"white paper"

centered around the following concerns:
-Higher education for the past twenty years
has
been responding to an expanding
population.
In a
declining population it
will likely have to
respond to special needs.
-Technical skills imparted in the classroom
are
frequently outdated and have a limited
time
value.
General background knowledge and
interactive skills are the private sector's
most
valued attributes - they can provide the
technical skills.
-Just as higher education is diverse, even
more so
is the world of business.
What
business needs is
people who can think,
conceptualize, and
communicate.
Different
businesses require
different technical
skills, and most cannot be
taught in the
classroom.
-Students, however, believe that they need the
technical skills to get a job.
A major
growth
area in higher education today is that
of the
double concentration - one technical,
the other
general liberal arts, [pp.4-5]
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In the second paper.
Recurrent Education,

Dr.

Lifelong Learning and
Nell Eurich,

Senior Consultant

at the Academy for Education Development;
Dill,

President of Babson College;

Johnson,

Dr.

and Dr.

Willim

Howard W.

Honorary Chairman of the Corporation,

Massachusetts Institute of Technology,

all presented

observations or suggestions on ways to get business,
education,

and government to work together.

Dr.

Dill

answered the question of how best to move corporate
education from large companies which have the necessary
resources to smaller organizations which do not.
Dr.

Eurich emphasized that our society is entering

a new period of packaging and selling knowledge,

but

that we are not taking full advantage of the potential
delivery of knowledge.

Dr.

Johnson noted the problems

inherent in forecasting and noted the need to keep an
open end on working at the future.

Dr.

Johnson further

noted that the cognitive skills a company needs are best
and most efficiently taught within the company,

but that

problem solving and the necessary attitude of success
are best developed in college.
Additional points raised in the paper can be
summarized as follows:
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-Funding is the primary obstacle in the
development of new educational mechanisms, such
as those that could be useful in further
development of recurrent education.
There is
little interest at the federal level, not much in
the private sector, and the colleges and
universities are more comfortable maintaining
traditional mechanisms.
-Most training programs are designed for those who
need it least - successful "fast track"
people.
More needs to be done for the
non-ambitious
"bored out" middle.
-There is a need to share information between
education and the private sector better - for
instance, proprietary accounting programs used by
major accounting firms could really help colleges
teach accounting.
-Massachusetts should do more to address the
needs of "small players" - perhaps by
encouraging the creation of community schools
taught by workers at low cost, or by
providing
scholarship money for part time students targeted
at those who need the
education
to enter the
workforce.
Since this Alden seminar Massachusetts has
established Part-Time Learner Scholarships and develped
both a Division of Employment Training and Massjobs.
Part-time students attending both public and independent
colleges and universities may now receive Massachusetts
scholarships;
locate,

and businesses that intend to modernize,

or expand may receive state support for human

resource training programs through Massachusetts general
programs such as Bay State Skills,

and now D.E.T.

(Department of Employment and Training)

and Massjobs.
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Bay State Skills Corporation is a financial
catalyst uniting industry and education in training and
retraining.

Its mission to operate at the

state-of-the-art level of computer technology,

plastics,

word processing,

biogenetics,

and other growing sectors

of our economy.

It has become a successful model

other states and even the federal government.

for

Over

seventy industry/education partnerships have already
been funded with seven million state dollars.

Every

dollar awarded to the training institution must be
matched with a dollar in cash or in-kind services

from

participating corporations.
The partnerships have

involved over 400 companies

and prepared over 5,000 trainers.
England,

Wang Laboratories,

General,

Hub Precision Products,

Seafoods,

Raytheon,

Bank of New

Children's Hospital,
A.B.

Dick,

Data

Legal

and Honeywell are just a few of the companies

that are benefiting from training,

upgrading and

retraining through programs tailored to their individual
industry needs.
Examples of higher educational

institutions

participating in these partnerships include the
University of Massachusetts at Amherst,
Tufts University,

Regis College,

Massachusetts College of Pharmacy,
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Roxbury Continuity College,

Boston Technical

Southeastern Massachusetts University,
Polytechnic
Examples

Center,

and Worcester

Institute.
of participants

and programs

include:

-Analog Devices Inc. and Digital Equipment
initiated a robotics course for 60 employees
the University of Lowell.

at

-Tufts University teamed up with New England
Nuclear, Amicon Corporation, Stone and Webster
Engineering, Penicillin Assay Inc., and Water
Associates-Millipore Corporation to train entry
level and advanced
biotechnology technicians.
-Wang Laboratories and two small companies teamed
with the University of Lowell to train 20 foreign
trade documentation specialists.
-Bershire Medical Center, Fairview Hospital,
Hillcrest Hospital, and North Adams Regional
Hospital joined Berkshire Community College in
training respiratory therapists technicians to
fill a substantial need in Western Massachusetts.
-North Shore Community College worked with 12
small machine shops to train 22 people to become
entry level machine operators.
Massjobs was
utilize

flexible

created by Governor Michael
funding

in providing

regional

Dukakis

to

and

customized human resource and economic development
asssistance to Massachusetts
Massachusetts

is

the

site

communities.

of their pilot program,

according to associate director,
central Massachusetts
the two years

Southeastern

Ms.

and

Deborah Hand,

is the next region targeted.

In

since the pilot program began a variety of
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projects have been instituted that can be grouped into
the following five broad categories:
1)

New approaches to improve the competiveness
of manufacturing companies in Southeastern
Massachusetts

2)

Customized training programs for new companies
moving into or expanding in the region

3)

Training programs to fill skill shortages in
South-eastern Massachusetts

4)

Programs for transportation - limited job
applicants and workers; and

5)

Programs that promote regional economic
development
Specific examples of their programs cover:

-Duro Textile Finishing, one of the largest
employers in Fall River employing over 900
people, received funding to lease computer
hardware to train 200 employees on a
statistical process control computerization
project.
-Massjobs has developed an apparel/sewn goods
training program to encourage local apparel
companies to capitalize on their comparative
advantage in providing products for the fashion
industry.
The program includes cross-training, as
well as, recruiting and
training new workers.
-Aluminum Processing Company, employs 596 workers
at the Fall River Airport Industrial Park.
As a
subsidary of Lightolier Inc., the company
manufactures lighting fixtures.
Massjobs has
provided $325,000 to improve the company's product
quality as a means to fight
imports.
The key
element of the program involves the training of
all salaried and
hourly workers.
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-Bristol Community College is providing entrylevel training to 75 electro-mechanical assemblers
GTE's new facility in Taunton.
-Denkatel, a Long Island-based company that is a
leading producer of wound closure and wound draina
equipment has proposed to consolidate its headquar
and most of its U.S. production facilities in Fall
River.
Massjobs is currently developing a customi
training package of 200 to 240 production and
administrative workers.
-In order to accomodate increased demand for its pr
ucts, Advanced Dialectric Technologies of Taunton
expanding its operation and doubling its productio
capacity.
Massjobs will fund a training program t
will teach 16-18 workers the specialized skills
necessary to work on the new machinery.
-Bristol Community College has developed a 200 hour
training program which will prepare 30 participant
become "Patient Care Assistants" at Sturdy Memoria
Hospital in Attleboro.
-Massjobs has worked with community leaders in the
region to develop customized transportation progra
that can supplement private sector recruitment eff
and public sector job placement and training by
bringing job-ready workers from major areas of pop
tion concentration to rapidly growing areas where
employment is being generated.
As an example, the
Industrial Park now has transportation for their e
mated 3,100 workers who live in the Greater Boston
Greater Brockton areas.
The state's D.E.T.

program originates through the

Department of Public Welfare,

and has now replaced the

Division of Employment Security.

It is considered by

state and federal officials as a model program and is
presently being implemented in other states.

This

program requires that unemployed aid recipients whose
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youngest child is six years or over,
Then,

D.E.T.

register for work.

counselors work with these individuals

referring them to employers or training programs.
Counselor Ms. Ann Marrie Benoit adds that not only will
the D.E.T.

program help individuals get employed or

re-trained for employment,

but that the individuals will

receive funding for their transportation and day care
needs while being re-trained.
Higher education has also reached out to small
business in some other ways.

In 1980,

the School of

Management of the University of Massachusetts at
Amherst,

utilizing Public Law 93-395

Development Center Act),

(the Small Business

created a Massachusetts Small

Business Development Center program.

Five regional

offices provide a comprehensive program of one-to-one
management counseling and technical assistance, with
educational opportunities for those in business or those
contemplating going into business.
records,

According to their

the total program provides counseling and

training to over 6,000 clients annually.
In Massachusetts,

over 90 percent of the 110,000

business establishments are designed "small",
300 employees or less.

employing

These businesses employ 67

percent of the Massachusetts workforce.

Paul
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Nissenbaum,

small business and commerce liaison for

United States Senator John F.

Kerry, warns that it is

these small enterprises that higher education,
nationally and locally,

are missing.

both

He notes that

recent studies show that throughout our country small
business is the primary source for new jobs and
technological innovation.

Workforce 2000 Scenarios
Hudson Institute

(1987)

suggests that we rethink

our policies and programs in the light of a series of
"Workforce 2000" scenarios.

They call for business and

education to reflect on how well they are positioned to
meet the increasingly higher levels of skills and
education that will be required by the jobs of the
future.

It is the researchers belief that as the

economy grows more complex and more dependent on human
capital,

the standards set by the American education

system must be raised.
Their projected demographic changes will mean that
the new workers entering the workforce between now and
the year 2000 will be much different from those who are
there today.

Non-whites, women,

and immigrants will
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make up more than five-sixths of the net additions

(p.

5) .
At the same time the average age of the population
and the workforce will rise,

and the pool of young

workers entering the labor market is predicted to
shrink.
force,

This decline in young people in the labor
according to Workforce 2000, will have both

positive and negative impacts.

On the one hand,

older workers will be more experienced,
reliable.

stable,

the
and

The reverse side of this stability will be a

lower level of adaptability.

Older workers are less

likely to change occupations,

or to undertake

retraining.
In addition,

despite general recognition of the

importance of a flexible workforce,

the Hudson

Institute's report concludes that many national policies
fail to promote this end.

For example,

the unemployment

insurance system has been largely used to provide income
support to workers who are laid off.

Relatively little

has been done to make the system one that promotes
relocation,

retraining,

and job search.

Moreover, Workforce 2000 points out that America
has become a society in which everyone is expected to
work - including women with young children.

But many of
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society's institutions were designed during an era of
male breadwinners and female homemakers.
In previous centuries,

the wealth of nations was

measured by the gold in the national treasury and jewels
in the emperor's crown.

In more recent years, wealth

was equated with factories, mines,
machinery.

and production

Since the rebirth of Europe and Japan after

World War II the foundation of national wealth has
proven to be human capital.
that people
knowledge,

Workforce 2000 suggests

(the human capital represented by their
skills,

organizations,

and motivations)

are

our nation's primary assets.
As our society becomes more complex,

the amount of

education and knowledge needed to make a productive
contribution to the economy becomes even greater.
Between now and the year 2000,
history,

for the first time in

it is predicted that the majority of new jobs

will require postsecondary education.

Productive America Project
The National Council of Occupational Education
released a special report in the fall of 1989 on
Productive America;

Two Year Colleges United To Imporve

Productivity in the Nation's Workforce.

It is the first
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of two reports which is being produced as part of a
project that focuses on the ways that community colleges
can help improve productivity through education and
training of special populations.
include minorities,

immigrants,

These populations
women moving to or

returning to the labor force, workers dislocated from
previous jobs,

and disabled individuals.

The first section of the report draws together
well-documented facts about the urgent need to increase
productivity and output to regain our competitive edge.
The research identifies a skill level gap between the
skill levels they need and the skill levels of available
workers.
Regional Productive America forums were held in
Chicago,
1989.

Boston,

Phoenix,

and Miami during the summer of

These forums provided extensive information about

how workforce training programs operated with their
regions.

Barriers to participation in education and

training programs were also identified.

These barriers

can arise from individual attitudes or institutional
policies,

and the barriers can be internal or external.

The barriers can be summarized:
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-Individual barriers: need for greater preparedness
for learning - need to acquire basic study skillsreluctance to participate in remedial programs lack of discipline and motivation - delay in
making career choices and in taking preparatory
courses - fear about the ability to do
college-level work in a classroom setting limited English proficiency - inability to balance
education commitments with family and work
obligations
-Barriers rising from interactions between
individuals and colleges: limited transfer of
information about education and training
opportunities available - difficulty in dealing
with campus bureaucracies
-Barriers internal to colleges: inconvenient
scheduling - inadequate advising and counseling unsympathetic faculty and staff - unreceptive or
hostile environment in the classroom - limited
role models for special populations - obsolete
equipment and programs - need to update faculty
technical skills
-Barriers at the interfaces between college and
business: lack of communication between colleges
and industry about job needs and skill
requirements - lack of responsiveness to industry
needs - lack of an output, results, or
"bottom-line" orientation - lack of marketing
awareness and skills
-Barriers external to the college: lack of
transportation - lack of day care - discrimination
in the workplace - attitudes about the role of
women - lack of funding for occupational programs
-lack of funding for student financial aid,
particularly for part-time students - lack of
worker assistance and lack of stipends for living
expenses while in college - lack of adequate
funding for colleges
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The national study noted that effective strategies
for overcoming these barriers to participation in
education and training programs identified by this
national study need to be developed.

Several

recommendations were made in regional meetings and were
divided into three areas.

The first,

recommendations directed toward higher education
included:
1)

Help people entering the workforce to become
more attuned to the world of work and to the
corporate culture.

2)

Update higher education staff on technological
advances affecting local industry.

3)

Develop education and training programs
focused on the needs of local industry and
sharpen the marketing efforts.

4)

Organize the campus communication channels
and information sources to respond much better
to inquirers from business.

Second,

recommendations were directed to business:

1)

Reinvigorate business advisory councils.

2)

Improve the analysis of job skill requirements.

3)

Anticipate future needs and communicate those
needs to the colleges and enable them to develop
needs educational and training programs.

Finally,

recommendations were directed at joint

education and business efforts:
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1)

Undertake joint efforts with businesses to
become more sensitive to the requirements of
working with diverse populations.

2)

Devise innovative strategies to make advanced
equipment available for training purposes.

3)

Develop staff exchange opportunities so that
college and business people better understand
each other's operating requirements.
Summary of Review of Literature
This review demonstrates that there has been

considerable attention devoted in the literature to
business/higher education partnership and that corporate
training has become a major industry.
too,

It demonstrates,

that far less attention has been paid to the needs

of small business.
Today small businesses employ over half the
American workforce,

and the small business sector

accounts for nearly two-fifths of the United States'
gross national prouct

(GNP).

literature suggests education,

Yet,

as the review of

training,

and re-training

gets relatively little attention from small business
employers or higher education practitioners.

The

magnitude of this continuing education challenge
transcends traditional boundaries of education and
business.

This review would suggest that perhaps the

solutions do too.

CHAPTER 3
RESEARCH PROCEDURES
Introduction
This study was designed to describe and interpret
employee continuing education needs in eastern
Massachusetts'

small businesses.

It involves

descriptive research as it describes and interprets
conditions as they exist.
The data for this study was gathered through
structured personal interviews.

Each interviewee was

asked the same series of questions about their need for
employee continuing education within their business as
well as the nature of that need.
Interviews were conducted with representatives from
fifty-six eastern Massachusetts small businesses.

They

represent thirty-one different communities and
twenty-two different types of non-manufacturing small
businesses.

These businesses each employ between

twenty-five and three hundred individuals.
The interviewees were all either administrators
and/or owners in their small businesses.

In each case

the interviewee was identified as a person responsible
for personnel within that organization.

Therefore,

each
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interviewee was a decision-maker as well as a person
knowledgeable about employee continuing education needs.

Instrument
The interview protocol,

also referred to in this

study as questionnaire or survey instrument,

was

developed primarily through the guidelines suggested by
Sudman and Bradburn

(1988)

questionnaire design.

in their practical guide to

It appears in Appendix A.

Although mail questionnaires were
considered,

initially

it was recognized that there are a series of

problems associated with the use of

mail

surveys and

that they do not have many of the advantages of personal
interviews.

For this study,

detailed information about

continuing education needs was wanted as well as
opinions and attitudes about the role of higher
education institutions.

Mail questionnaires could not

have provided the desired information,

which required

the ability to follow up and probe initial responses.
Although a larger sample could have been obtained
through the use of mail questionnaires,
interviews,

fifty-six

with attention to geopgraphic distribution
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and range of business type,

was enough to assess the

needs in Eastern Massachusetts.
Each question in the interview protocol was asked
of the interviewee and responses were recorded directly
on the survey instrument.

This approach provided the

opportunity to further explain any question if confusion
arose.

In addition,

short or confusing answers were

able to be better clarified.
To guard against personal
bias,

interpretation and/or

seven different individuals,

myself,

conducted the interviews.

the same instrument.

in addition to
All

interviewers used

Interviewers were chosen for their

understanding of the subject and working knowledge of
their geographic area.

Collectively they provided more

opportunity to test the objectivity of the instrument.
Each interviewer in this group of seven was responsible
for two interviews

in their geographic area.

In total,

fourteen interviews were conducted by this group and an
additional

forty-two interviews were conducted by

myself.
In all

interviews caution was used not to offer

judgement of the respondents'

replies.

will all be kept in strict confidence.

These replies
Interviewers

did repeat questions and followed up to clarify
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ambiguous responses.
The first set of interview questions asked the
small business employers to describe their demands
employee continuing education.

for

A second series of

questions related to more general continuing education
needs of the workforce.

Both sets of questions were

designed to provide information about current and future
needs

for employee continuing education.
Additional protocol

items were designed to gather

information on the individual and business
characteristics of the enterprise.
The instrument was tested in a pilot study with
three Rhode Island small businesses,
small businesses,

two Massachusetts

and two Massachusetts Chamber of

Commerce executive directors to ensure reliablility.
Upon completion of the pilot study,

the survey was

modified by clarifying several of the questions.

Population Interviewed
The data
personal

for this study was gathered through

interviews with fifty-six individuals who were

identified as being responsible for personnel within
their small business.

Only one individual per small
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business was

interviewed.

The interviewees were grouped

into five different job classification categories.
categories and the numbers

The

interviewed in each:

16 Personnel Managers
16 Supervisors or Managers
9 Presidents, Vice Presidents, or Executive Directors
8 Training Directors or Human Resource Directors
7 Owners
Those responsible for personnel were selected
because of their knowledge of employee needs within
their business.
Participants were required to sign the
"Participant's Informed Consent Form".

They were

assured that their comments would be held in confidence
and only reported in aggregate form.
The participants

include businesses

different communities:
Cambridge,
River,

Falmouth,

Kingston,
Nowell,

Dartmouth,

Marlboro,

Seekonk,

Westminister,

Duxbury,

Fitchburg,

Plainville,

Sandwich,

Attleboro,

Hudson,

Newton,

Raynham,

Brockton,

Fairhaven,

Framingham,

Plymouth,
Somerset,

Boston,

Everett,

New Bedford,

from thirty-one

Fall

Hyannis,

North Dighton,

Rockland,

South Yarmouth,

Taunton,

and Westport.

For purposes of analysis and comparison these
communities have also been grouped into the following
eight geographic areas:
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Greater Boston - Boston, Cambridge,
Everett

Framingham,

Hyannis Area - Hyannis, South Yarmouth,
Falmouth
South Shore - Plymouth, Kingston,
Norwell, Brockton

New Bedford Area - New Bedford,
Attleboro Area - Attleboro,
Greater Taunton - Taunton,

Sandwich,

Duxbury,

Fall River Area - Fall River, Westport,

Rockland,

Somerset

Fairhaven,

Seekonk,

Newton,

Dartmouth

Plainville

North Dighton,

Raynham

Marlboro/Fitchburg Area - Marlboro, Hudson,
Westminister, Fitchburg
Each geographic area had a minimum of six small
businesses interviewed.
Twenty-two different types of businesses were
involved.

They included electrical wholesaling,

repair and sales,
hospital care,

publishing,

customer service,
dealerships,

insurance,

retail clothing,

telephone services,

YWCAs,

computer sales,
utilities,

computer services,

health care,

research

architecture services,

food service,

general merchandise retailing.

banking,

automobile

restaurant/hospitality,

education,

yacht

dentistry care,

credit unions,

and

This variety of small

businesses was selected for this study in order to help
identify common employee continuing education needs,

and
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at the same time,

assesses the collective demand for

employee continuing education.

Treatment of Data
For the purposes of this study,
in the aggregate.

the data were analyzed

Following completion of the interviews,

all

questionnaires were reviewed and all responses were
tabulated.

They provide individual educational institutions

with additional regional information when appropriate.

Each

question was then reviewed and analyzed in the aggregate to
determine answers to the twelve research questions outlined.
Upon further review,

some comparisons were also explored

between regions as well as the interviewee job
classifications.

These comparisons highlight differences in

the nature of needs or demand.

Data analysis involved

frequency tabulations and further analysis by the various
categories as previously outlined.
The responses to the various questions were also read
and re-read to develop overall impressions and trends.

CHAPTER 4
FINDINGS
Introduction
This chapter reports the findings for each item on the
interview instrument.

Chapter five will further analyze

this information to answer each of the twelve research
questions developed for this study.
For each item the data are analyzed in the aggregate
for all respondents.

Where differences by geographic area

or job classification of respondent or type of business are
notable these are discussed as well.

The Impact of Technological Change and Shifts
in Demographic Composition
In question one interviewees were asked a series of
questions relating to technological change,
computerization,

and shifts in the demographic composition

of the labor force.

The question began with a statement

and followed by asking for a yes or no response from the
interviewees if they believed that the statement applied to
their small business.

The question was as follows:

Studies have indicated that technological change,
computerization,

and shifts in demographic composition of

the labor force are influencing business operations.
you found this to be the case for your business?

Have
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Fifty-three of the interviewees answered yes,

and

three said that they didn't believe that these things were
affecting their business operations.

Types of Technological Change
In a follow-up to this question,

the fifty-three who

answered yes were then asked the question, what kind of
technological changes have taken place in your business in
the last five years.

Table 2 summarizes the number and

type of responses to this part of the question.

Table 2
Technological changes that have taken place in small business
Number of Responses

Perceived Changes
Introduction of computers to their
business

16

Expansion of computer use and
function

16

Business now more computer dependent

13

Use of electronic media

4

Fax systems

2

Advance medicine

1

Better medical equipment

1

Total responding - 53
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Thus forty-five

(84%)

of those interviewed mentioned

computers as the most important technological change for
their business.

Some noted the introduction of computers

in their business,

others the expansion of computer use,

and still others the idea that their business had become
more computer dependent.

These same interviewees discussed

a need for higher skilled workers and in-house training for
their employees because of this phenomenon.
Overall there was little difference in the type of
response when analyzed by the job classification of the
interviewee.
change,

All interviewees answering that technoligical

computeriztion,

and shifts in the demographic

composition of the labor force are influencing business
operations,

seemed very knowledgeable of such influences.

The idea that small businesses had become more computer
dependent came across clearly in the vast majority of
responses.

Training directors and human resource directors

expressed more concern than owners,

presidents,

vice

presidents and executive directors when indicating a need
for higher skilled workers and in-house training.
Generally personnel managers recognized a need for higher
skilled workers,

but supervisors were the most detailed in

describing the types of effect technological change.
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computerization,

and shifts in the demographic composition

of the labor force,

have had on their small business.

Keyboarding skills,

understanding different computer

operating systems, working with software applications,
skills in program languages were all mentioned.

and

Women

returning to the workforce and related child care needs
were also discussed as concerns.
businesses in Hudson,

Cambridge,

Moreover,
Fall River,

small
and New

Bedford mentioned the need for a conversational Portuguese
skill for at least some of their employees to deal with the
non-English speaking customers.

Effects on Business Operations
Next,
any,

all interviewees were asked what effects,

if

technological changes or shifts in the demographic

composition of the labor force have had on the way their
business

works today.

Table 3

summarizes the responses.

Work being done faster and more efficiently today
leads in list of effects reported.

Ranked closely second

is the need to train existing employees.
Twelve of the twenty-five respondents noting a
training need for existing employees also mentioned as a
concern that there had been more employee turnovers.

Three

of these same people feared that technical functions were
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Table 3
The effects of technological changes or shifts in
demographic compostiton of the labor force on
the way small businesses work today
Effects Reported

Number of Responses

Work done more efficiently and faster

28

Need to train existing employees

25

Businesses more agressive in
recruitment

12

Employees lack computer and/or word
processing skills

11

More part-time rather than full-time
positions

6

Businesses implimented continuing
education programs for employees

3

Technical functions becoming more
repetitive

3

Language barriers of employees a problem

1

No effect on small business

3
Total responding - 56

becoming more repetitive in nature
example).

In addition,

(data entry,

for

six said they believed technology

was causing a trend in their businesses to more part-time
rather than full-time positions.

Those small businesses

mentioning the increase in part-time employment were in the
data entry area,

and also in retailing and customer service
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in retailing and customer service related small businesses
like banking,

automotive,

and telephone services.

Personnel managers were quick to point out that this trend
to part-time positions created more personnel related
issues such as child care and job commitment.
Supervisors were the most detailed in answering this
part of the question.

They,

too,

expressed concern about a

trend to part-time positions, women needing child care,

and

communication problems with non-English speaking workers.
Small business owners,

and the presidents, vice presidents,

or executive directors category,

on the other hand,

some advantages to part-time employees.

saw

They cited fewer

benefits and larger pools of skilled workers as the main
advantages.
Small businesses from the Greater Boston and Marlboro/
Fitchburg area spoke more about technological changes and
the impact of computers than did the those from Fall River,
New Bedford,

or Hyannis areas.

Shifts in demographic com¬

position of the labor force were noted in Greater Boston
with special note about the increase of Vietnamese and
Cambodian populations in Cambridge, Alston,

and Brighton;

and in Boston with a growing Chinese population.

The Asian

population was mentioned in five interviews as fast
learning employees on computer or math related skills.
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Computers have replaced typewriters,

at least

according to the small businesses within Route 128.
addition,

payroll,

accounts payable,

personnel records,
general ledger,

In

accounts receivable,

and order entry/inventory

are all either presently computerized,

or being considered

for future computer use by over fifty percent of all the
small businesses interviewed.
Although only twenty percent of the interviewees
reported computer skills and/or word processing skills as
an employee need in their businesses,

the percentage

increased dramatically when these interviewees considered
future needs.

Forty-five interviewees projected a future

need for employee continuing education in computer areas.

Impact of Computerization
The next part of question one dealt further with com¬
puterization.

All interviewees were asked if their busi¬

ness had computerized in any way.
while seven said no.

Forty-nine answered yes

The forty-nine that had computerized

in some way were then further questioned on what effect
this was having on their business.

Forty said they be¬

lieved their businesses were more efficient today,

but they

also thought that their businesses were more dependent on
employee training in their operations because of computers.
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Three

interviewees noted that although their companies

are

now saving time by using computers they questioned whether
productivity or the
The

quality of

the product had

increased.

others who had computerized believed productivity had

increased.

Skill

Requirement Changes
All

interviewees were then asked

employee

skill

requirements

any technological
Forty said yes
The

4

said yes were then asked to

these

skill

explain

in

requirements had changed.

results.

Table

4

The differences in skill
due to technological
(N=40)
Differences Reported
Employees need to
computers

operations.

said no.

they thought the

presents

are now different because of

in their business

and sixteen

forty who

what ways
Table

changes

if they thought

requirements
changes

Number Reporting

adjust to using
33

Employees need to think and
analyze more

6

Employees need to adjust more to
changing requirements

2
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Turnover Rate
Finally,

in the last part of question one all

inter¬

viewees were asked about the turnover rate in their busi¬
ness.

First,

they were asked what is the turnover rate of

employees in their business and how it compared to five
years ago.

This question met with more uneasiness than any

other question in the survey.

Fifty-three interviewees

said they believed their turnover rate was generally low
for their type of business.

Not one interviewee surveyed

believed that technological changes or computerization was
having any effect on the turnover rate in their business.
When pressed,

however,

four said that boredom or pressure

may proportionately be bigger factors now than five years
ago.
The findings

for question one are consistent with the

observations made in Workforce 2000f

the 1990 report from

the Commission on the Skills of the American Workforce,

and

in the 1989 Connecticut study discussed in Chapter Two.
Small businesses are becoming more computer dependent,
irrespective of any region within the state.

Work is being

done more efficiently and faster due to technological
changes.

There are shifts in the demographic composition

of the labor force,

and continuing education needs of em¬

ployees are growing concerns

for small business employers.
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Ranking of Employee Skills
In question two,

interviewees were asked to rank a

series of topics related to employee skills according to
the extent that the lack of a particular skill presented a
problem for their business.

Table 5 presents the topics

and the number of interviewees responding.

The last column

combines the three responses - a major problem,

a problem,

a minor problem into a percentage of the fifty-six
interviews.

The table is rank ordered by these

percentages.
Only on one topic did more than half of the
interviewees consider that the topic was not a problem
within their business.

When given the statement that

employees lacked basic mathematical and problem solving
skills,

fifty-three percent of the interviewees didn't see

this as a problem within their business.
There was little difference in the type of responses
among the various job classifications of the interviewees.
Supervisors,

and training directors were perhaps a bit more

expressive in describing the perceived problems within
their small business,
personnel managers,

but the difference was minor.

presidents,

vice presidents,

Owners,

and

executive directors were all knowledgeable of the employee
continuing education needs within their small business.
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Table 5
Employees lack of selected skills as a problem
within small business
(N=56)
Interviewees'

Perceived Employee
Needs
Lack computer
literacy skills

Ranking by Degree of Problem
Don't Columns
Know
1,2,3
Or
Com¬
Not a
Not
bined
Major
A
Minor
% of N
Problem Problem Problem Problem Sure
3

17

21

15

0

73%

Resist changes

7

13

18

17

1

68%

Lack adequate inter¬
personal relations
and group dynamic
skills

4

11

23

18

0

68%

Lack adequate super¬
visory skills

1

15

21

16

3

67%

Lack interest in
new challenges

5

9

23

19

0

66%

Lack adequate crit¬
ical thinking and
analytical skills
that allow devel¬
opment of ideas,
programs, designs,
or products

8

14

15

18

1

64%

Lack adequate
reading, writing,
verbal communica¬
tion skills

5

8

22

21

3

62%

Lack adequate tech¬
nical skills

0

13

15

26

2

51%

Lack basic mathe¬
matical and problemi
solving skills

0

10

13

29

2

41%
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Perhaps more interesting was the fact that more
respondents from the Fall River and New Bedford areas
identified the lack of communication skills as a problem.
Four out of the five interviewees who saw communication
skills as a major problem were from the southeastern
Massachusetts area.

This can be explained by the high

percentage of immigrants and Portuguese speaking people in
these areas,
graduates

coupled with the low percentage of high school

in southeastern Massachusetts.

from that area

indicated reading,

More interviewees

writing and verbal

communication skills as more of a problem than they
identified the lack of adequate computer skills.
Respondents from the South Shore area were the most
vocal

in expressing their perceived need for employee

computer literacy skills.

Five out of six interviewees

from the South Shore saw the lack of computer literacy
skills as a problem.
Seven of the Hyannis area small businesses listed
inadequate interpersonal relations and group dynamics
skills as a problem.

This number was greater than any

other two regions combined.

Interviewees suggest that many

of these employees are women who are single-heads of
households returning to the workforce or entering the
workforce for the first time.
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When analyzed by the severity of the problem,

more

respondents identified the lack of adequate critical
thinking and analytical

skills as a major problem.

when the three categories of major,

minor,

are grouped together for each skill area,
sixth place.

Yet,

and a problem
this

falls to

More than half of the respondents perceived

each skill area as a problem of some level of magnitude
with one exception.

Only twenty-three

(41%)

saw the lack

of mathematical and problem solving skills as problems
their business.

This contrasts with findings

for

from studies

cited in Chapter Two which suggested mathematics and
problem solving skills as a pervasive problem.

Perhaps,

small businesses differ from larger businesses due to the
nature of the employee job responsibilities.
many small businesses
basic skills levels

Nonetheless,

involved in this study did identify

in mathematics and problem solving to

be a problem among their employees.
Another approach to this same data could be developed
by dividing the responses

in Table 5 between what employers

saw as a minor problem or not a problem,

and comparing that

to what employers saw as a problem or as a major problem.
Viewed from that perspective,

less than half of all

small

businesses saw any of these employee skills areas as strong
concerns

for their small business.
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Small business employers did answer a bit cautiously,
and perhaps somewhat defensively,
needs.

about their employee

The degree of their problem was less easily

described than the recognition of a problem existing in a
particular skills area.
Whether owners,
small businesses,

managers,

or personnel managers of

this study interview protocol

identified

a conversative approach to identifying problem areas.

This

could mean that there really is not a problem of any
degree,

or because of "company pride" there is a resistance

to evaluate the problem in more than conservative terms.
Certainly,

most interviewees mentioned that this was the

first time they had been questioned about such skill areas.

Employee Groups Receiving Continuing Education
Interviewees were asked,

in question three,

what

employee groups within their business were currently being
served through continuing education programs,
method.

and by what

Table 6 presents the results for the first part of

this question.

It includes six categories of employee

groups and provides the percentage of interviewees
indicating some form of continuing education programs for
each group within their business.
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Table 6
Employees receiving continuing education by group and
percentage of respondents offering programs
(N=56)
Respondents Offerinq
Programs
Groups
1. Managers/Administrators
2.

93%

Sales and Customer Service
Employees

70%

3.

Secretaries/Clerical Staff

63%

4.

Technicians

47%

5. Maintenance

15%

6.

10%

Factory/Production Workers

Table 7 includes categories of methods and ranks them
according to the number of respondents using the method.
Numerous interviewees listed more than one method for each
group and thus the column and row totals exceed the number
of total respondents.

When the data for this question were

analyzed by the job classification of the interviewees,
by the regions of the state,

and

there were few notable

differences.
Informal programs,

such as conferences and seminars,

were noted by interviewees as the most used method by small
businesses for managers/administrators and sales/customer
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service employees.

On-the-job training was the second most

used method with these two groups and the most popular for
all the remaining groups.

No other method for any other

group was cited by more than fifty percent of those
interviewed.
These findings are also consistent with the findings
of the New England study and the 1990 Connecticut study
with respect to which employee groups within small
businesses receive continuing education.
managers,

sales,

Consistently,

and service personnel are the

benificiaries of training in small businesses.
These findings are also similar to the results of the
1987 New England Board of Higher Education survey detailed
in Chapter Two.

In the New England Board's survey,

informal programs and on-the-job training were the most
popular methods of employee continuing education for small
businesses.
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Table 7
Employees receiving continuing education
by method and employee group
(N=56)
Number of Responses for Each Group
Factory/
Sales/ Sec./
Prod.
Mqrs. Serv.
Cler. Tech. Maint. Worker

Methods
Informal programs, such
as conferences and
seminars

37

29

28

21

9

3

on-the-job training

29

27

18

16

3

5

Intense formal courses
of short duration

24

16

10

10

2

2

Courses for which
employees gain credit
toward a college de¬
gree or certificate

23

12

9

7

2

2

Formal courses which
meet once or twice a
week for a longer
duration

9

6

6

3

1

0

Other

1

2

2

2

1

0

(vendor training)

Educational Providers
Interviewees were asked for information about who
provides the continuing education programs for their various
employee groups.

The responses were tabulated by type of

provider and are presented in Table 8.

Those providers
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mentioned by less than two of the interviewees surveyed are
excluded from this analysis.

Table 8
Educational providers for various employee groups
(N-56)
Employee Groups

Type of Provider

Mqrs.

Sales/
Serv.

Sec./
Cler. Tech.

Factory/
Prod
Maint. Work

Internal staff

35

31

13

17

3

7

4-year college and
universities

34

0

7

8

0

0

Private consultants

32

12

6

4

0

0

Professional
associations

15

12

4

7

0

0

2-year colleges and
universities

12

14

12

12

0

0

Business or pro¬
fessional schools

4

2

5

0

0

0

Vendor training

0

2

0

0

2

0

Vocational tech¬
nical schools

0

0

0

5

2

0

For all employee groups,

those interviewed identified

internal staff as the primary provider of programs.

In the case
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of managers,

universities and private consultants were also

important providers while in the case of the secretarial
employee group,

two-year colleges and universities were

mentioned nearly as frequently as internal staff.
This indicates that small businesses are relying more on
their internal resources on a regular basis than on any
other provider of continuing education.
In all eight geographic areas of this survey there are
both private and public higher education institutions.
both the Hyannis area,

In

and the Attleboro area those

education institutions are limited to two year colleges,
both public and private.

All other geographic areas have

at least one state college or university within thirty
miles.

In the Attleboro area there are Rhode Island four

year colleges and universities close by and in Hyannis
there are extension programs offered by colleges and
universities from Massachusetts and Rhode Island.

Given

the wealth of institutions it is surprizing to find so few
businesses taking advantage of their service.
As noted in Chapter Two,

community colleges have been

most active in the development of outreach programs.
most of these programs have been primed by state funds
State Skills and E.T.)
for the unemployed.

Yet,
(Bay

and federally funded programs geared

Job placement,

as well as upgrading
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and retraining through programs tailored to individual
business needs,

have been the model of such programs.

North Shore Community College,
Massachusetts,

Regis College,

the University of

Fisher College,

University, Massachusetts College of Pharmacy,
Community College,

Boston Technical Center,

Tufts
Roxbury

Southeastern

Massachusetts University, Worcester Polytechnic Institute,
and Bristol Community College are just a sample of the
educational institutions that have reached out to form
partnerships with business.
Yet,

as impressive as this just partial list may be,

small businesses do not often identify higher education
institutions as educational providers.

Small Business Continuing Education Programs
In Question five interviewees were first asked if
their company has worked with higher education institutions
for their employee continuing education needs.
(61%)

responded by answering yes,

(41%)

said no.

Thirty-four

they had and twenty-three

It is noteworthy that forty-one percent of

all small businesses interviewed indicated that they have
not worked with higher education institutions for their
employee continuing education.

99

Every geographic region had small businesses that had
experience in working with higher education institutions
for their employee continuing education needs.
Nevertheless,

the majority

limited experience.

(55%)

of these thirty-four had

They noted employee reimbursement

policies as their continuing education experience.
The thirty-four interviewees answering that they had
worked with higher education institutions were then asked
how effective higher education has been in providing
meaningful programs for their businesses.

All but ten

percent of the thirty-four said higher education had been
at least moderately effective in providing meaningful
programs for their business.
reimbursement programs,

They cited tuition

seminars,

conferences,

and

technical training areas as areas in which higher education
institutions had made positive contributions.

This same

group noted the need for more flexibility on program
scheduling and tailoring subject areas to their companies
needs.

Over half of the group pointed to one college

(Fisher College)

which allowed students to charge their

tuition until the employee

(student)

was reimbursed by

their business at the end of the course.
Among the twenty-three businesses that had not worked
with higher education institutions on a formal basis,

each
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geopraphic location had either two or three businesses that
had no experience.

Conversely,

the geographic areas were

equally divided in their experiences of formal educational
programs with higher education.

Each geographic location

had between two or three small businesses in this category.
Although the vast majority

(90%)

of the group that had

worked with higher education did say that they believed
higher education institutions had been moderately
effective,

this was actually just over half of all

interviewees.

With twenty-three of the interviewees saying

that their business has not worked with higher education
institutions for their employee continuing education needs,
analysis of the group that had must be weighed against the
total population.
Interviewees noted higher education had been effective
in helping their businesses improve employee performance,
motivate their employees,

and help their employees better

understand some of the technical areas of their business.
The majority cited these areas as the most positive
contributions.
On the negative side,

eight respondents said that

problems with the scheduling of class times and curriculum
that relates to the needs of their business were issues.
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Eight others noted their concern for employee inconvenience
of traveling to educational
costs

institutions and the tuition

involved in such programs.
When the data are analyzed by job categories of

respondents,

owners of small business were the most

critical of employee continuing education through higher
education institutions.

During the interviews at some

point all but one of seven owners mentioned the cost of
such programs,

and all but two owners mentioned that

college curriculum does not relate to their companies
needs.
Supervisors,

not surprisingly,

poor scheduling time
to take courses.

were most critical of

for courses and loss of employee time

They cited examples of employees leaving

early to get to class or the best classes scheduled at
inconvenient times of the day.
full time student,"

"Colleges are geared to the

said one supervisor.

"How about my

people?"
Training and human resource directors stress the need
for new educational mechanisms which could be useful

in

curriculum development for employee continuing education.
Word processing software applications using Word Perfect;
Lotus
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spreadsheets,

graphics,

and information
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management?

and,

marketing research applications were all

cited as areas of employee needs

for small businesses.

These findings are consistent with the Alden Seminars
in Massachusetts where similar concerns cited higher
education as more comfortable maintaining traditional
approaches to education.

Development of Continuing Education Programs
In question six the interviewees were

first asked if

their business has a continuing education program for their
employees.
Table 9

Then,

if so,

how was

it developed.

first reports the data on programs,

and then

further identifies the type of program involved.
Sixty-three percent of all respondents said their company
did not have a
however,

formal program.

that nineteen

(55%)

It should be noted,

of this same group did

describe an employee reimburse- ment policy for tuition.
For the purposes of this study,

tuition reimbursement is

considered a type of program even though the respondents
did not describe their tuition pro- grams as
continuing education programs.

formal

The table has been adjusted

to include tuition reimbursement as a program.
Reimbursement programs ranged from fifty percent
tuition reimbursement for full time employees

for related
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Table 9
Types of continuing education programs in small business
(N=56)
Small

Businesses With
Programs

Number

Small Businesses Not
Having Programs

Percentage

38

Number

68%

18

Percentage
32%

Type of programs
(N=38)
Number

Percentage

Tuition reimbursement

38

100%

Formal continuing education program

19

50%

Type

Type of formal programs beyond tuition reimbursement
(N=19)
Number

Percentage

On-the-job training

19

100%

Conferences and seminars

17

89%

Corporate training

8

42%

On-site educational workshops

5

26%

Employee benefits workshops

4

21%

Planned skill

2

10%

2

10%

Programs

level training

Vendor training on site
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educational courses to 100% tuition reimbursement for all
course work leading to a degree.
employees up to $5,200
masters per year.

One business reimbursed

for a bachelors,

and $6,200

for a

All but three businesses tie their

tuition reimbursement policy into written evidence of
successful completion of each course with a passing grade
of C or higher.
90%

for B's,

Two businesses reimbursed 100%

and 80%

for A's,

for anything C or below.

The nineteen businesses
total population interviewed)

(thirty-four percent of the
that had employee continuing

education programs beyond tuition reimbursment policies all
cited committee structures within their business which are
charged with periodically reviewing employee needs.

In

four businesses a designated personnel committee developed
programs and policies.

In the other businesses the

development came from management in response to a perceived
training or educational need of employees.
Among the nineteen small businesses that had employee
continuing education programs beyond tuition reimbursement
policies,

eight of those had either training directors or

human resource directors that were interviewed.

The eight

training directors or human resource directors represented
small businesses ranging in size from 75 employees to 240
employees.

In all but one case,

these directors are the
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people responsible for coordinating their companies'
programs.
The formal continuing education programs address
employee needs as perceived by employers or management.
Again,

as cited earlier,

internal

staff within the

organization provide more employee continuing education
than any other education provider.
training and non-credit programs,

On-the-job
such as conferences and

seminars are by far the most popular methods even in these
programs.
These

findings mirror the results of the New England

Board of Higher Education's
two.

Most organizations

1987

study discussed in Chapter

in that study also relied heavily

upon on-the-job training and informal programs.
Moreover,

as noted in Chapter Two,

the literature

suggests there is a healthy disagreement on the course of
action appropriate for higher education.

The present types

of employee continuing education programs compare to the
1986 national
statistics.

survey by the U.S.

Department of Education

According to that survey,

almost two-thirds of

the courses enrolled in by adults in higher education
institutions are taken for job-related reasons.
Yet,

according to the interviewees in this survey only

one small business employee group

(managers and
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administrators)

has over fifty percent of its continuing

education being provided by higher education institutions.
Analysis of the data suggests a real gap in higher
education's

involvement in employee continuing education

for small business

in all other employee categories.

Coordination and Evaluation of Programs
The nineteen businesses that had employee continuing
education programs beyond tuition reimbursement were asked
a

follow-up question addressing how their businesses

coordinate their programs.
grouped into three areas.

Here the responses can be
Seven businesses said human

resource department managers coordinate their programs.
Six cited their company presidents as the coordinators,

and

six other businesses had educational committees to
coordinate their programs.
Sixty-three percent of the total population
interviewed did not answer this question because they did
not have an employee continuing education program.

The

nineteen interviewees who said their companies had employee
continuing education programs were then asked how their
business evaluates its program.

All but two of this group

stated that they evaluated them by evaluating employee
performance,

and through discussions in staff meetings.
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When further asked about employee evaluation and/or
feedback these interviewees cited course evaluations,
personnel department follow-up,

and employee opinion as

considerations.
At the conclusion of their program,
interviewees,

employees

according to the

in continuing education programs

are given evaluation forms to evaluate their instruction.
These forms review the objectives of the continuing
education area of study and each participating employee is
required to complete the evaluation.

These evaluations

were seen by human resource directors and training
directors and normally summarized for upper management.
Personnel department follow-up and general opinions of
supervisors and/or managers were also mentioned.
Not one of the businesses

interviewed had any outside

evaluation of their programs although over half of that
group said they thought that might be helpful.

There was

no mention of the use of consultants or educational
institutions

for program evaluation.

The nineteen

businesses that had employee continuing education programs
beyond company tuition reimbursement policies all discussed
decision-making and evaluation as coming from the top down.
Not one of the representatives of these nineteen businesses
took exception when presented the statement that:
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"Management decided the appropriateness of the program and
management evaluated the results."
There was no significant difference in this question
when the answers were grouped by the interviewee's job
classification,
business,

or the geographic area of the small

with one exception.

interviewees

Seven out of eight of the

in the training directors or human resource

directors category cited a committee structure within their
business which periodically evaluated employee needs,
if needed,

and,

adjusted programs.

The interviewees had no other evaluation tool that
they could explain outside of management evaluating what
was best for their small business.

Even the interviewees

in the training directors or human resource directors
category were hard pressed to suggest anything beyond a
periodic review of employee needs by a management
committee.
This question became more open-ended than others
the interview protocol.
additional thoughts.

their businesses.

Many respondents offered

For example,

about entry level tests

in

eight respondents talked

for employment that were given in

The tests varied from writing an essay

to testing for the words per minute someone could type on a
typewriter or keyboard.

There were also individual tests
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designed for the particular type of job assignment needed.
They included typing,
language,

word processing,

written communication,

programming,

foreign

and medical terminology.

Some employers noted a conern with the general decline in
the scores on entry level tests
not mention,

however,

for employment.

They did

adjusting their employee continuing

i

education programs to meet any basic skill

level needs of

employees.

Employee Continuing Education Needs
All

fifty-six interviewees were then asked in general,

what did they see as the continuing education needs of the
employees

in their organizations.

asked how important is

it to learn how to use a computer,

improve communication skills,
skills.

As an example they were

or learn new technical

In most cases the examples became the topics of

discussion for the interviewees.
Thirty-eight of the interviewees

(68%)

believe all

three skill areas are important within their businesses.
Almost one out of every two of these same interviewees
(47%)

emphasized that these particular needs of learning to

use a computer,

improving communication skills,

and

learning new technical skills are very important for
employees within their company.
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Nevertheless,
this

question,

there were

too.

Over half

who did not think computers,
skills were
that

some difference

of

of the

interviewees

eighteen

communications,

opinion on

and technical

employee needs within their business,

believed

improving attitudes toward the consumer was their

biggest

employee continuing education need.

service

and employee motivation were cited by eight

businesses

as

the

issues

they would

like to

in employee continuing education programs.
further explain,

these

continued

were the

success.

real

skills

innovation and the

business

as well

as positive attitudes

keys to their companies

often related this

introduction to

interviewees

there were

These

were able to

computers

to the

stated that they didn't believe that
in their

interviewees believed their businesses

attract

fully qualified employees.

When analyzed by geographic area,

Taunton,

need to

any employee continuing education needs

companies.

small

for

operation.

Five

the

addressed

When pressed to

Those who discussed the need

learning new technical
company

see

interviewees believed positive

customer service experiences,
among employees,

Customer

businesses

it was

in Marlboro/Fitchburg,

clear that

Greater

and the Attleboro areas were the most concerned

about employees having computer skills.

Better than two

Ill
out of every three interviewees

(71%)

from those geographic

locations expressed their concern for that employee skill.
Other geographic locations also considered this skill
important,

especially the communities along the Route 495

belt.
When analyzed by job classification, most of the
interviewees from the job classification of training
directors or human resources directors

(87.5%), mentioned

the need for employee continuing education in the computer
skills area.

Higher education institutions within the

Marlboro/Fitchburg, Attleboro,

and Taunton geographic areas

have stressed such course offerings in their advertising
campaigns over the last two years.
Surprisingly,

even though technology and computers

were important considerations in employee continuing
education programs to many small businesses,

eighteen

(32%)

of all the interviewees did not think that these needs were
employee needs within their business.

Nevertheless, when

grouping by job classification and geographic area,

between

two and three interviewees of each group still strongly
supported the opinion that learning to use a computer,
improving communication skills,

and learning new technical

skills, were important issues within their company at this
time.
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As noted in Chapter Two,

one of the "white papers" of

the Alden Seminars addressed higher education and employee
education and training.
Dialogue,

Entitled A Corporate-Academic

this white paper concluded in part that a major

growth area in higher education today is that of a double
concentration - one technical,

the other general liberal

arts.
For example,
interviews,

one supervisor said during one of the

"Give me a well educated employee in the

liberal arts,

and I'll train them in the technical areas as

needed." Statistically though,
(or 68%)

of the total)

thirty-eight interviewees

believed the "learning how" to be

more of an employee continuing education need than the
"learning why."
Perhaps the interviewees were lead too quickly to
examples of employee needs and didn't consider liberal arts
in answering this question.

Another explanation may be

that small businesses require different skills and entry
level requirements than do larger businesses,

and most of

the literature reflects the needs of large businesses.
Whatever the explanation,

it is noteworthy that these

differ from what would have been expected from the
literature.
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Effectiveness of Higher Education
All interviewees were next asked if they would like to
see higher education institutions be more effective in
serving their employee continuing education needs.

Then,

if so, what should higher education do to be more
effective.
Table 10 includes the results for the second part of this
question.

Table 10
What higher education institutions can do to be more
effective in employee continuing education
(N=49)
Suggestions

Interviewees suggesting
Number

Percentage

Schedule courses at more
convenient times

44

90%

Provide curriculum to link
theory and practice

42

85;

Use adjunct instructors from
business and more full time
faculty for adults

21

43%

Use business internships

9

18%

Develop curriculum in
communication skills

8

16%

Forty-nine out of the fifty-six interviewees

(33*)

would like to see higher education become more effective in
their businesses'

employee continuing education.

When
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asked what would they like to see higher education
institutions do to be more effective,

forty-four

interviewees mentioned the need for more flexibility in
scheduling the time of the courses by institutions.

The

time and places of formal college courses seem to be a
concern of the interviewees.

They liked evening and

late afternoon classes, with thirty-four mentioning
these as good options,

yet only four mentioned weekend

classes as something they thought employees would be
interested in.
Forty-two respondents

(85%)

said they would like to

see educational institutions develop more realistic
programs,

seminars,

and/or conferences which closely

link the theory of the classroom with the real world of
business.

Half of that same group believed colleges

should use more adjunct instructors from business to
provide young students with the real world approach; and
also that colleges should use full-time faculty for
adult learners to review and explore theories as opposed
to part-time faculty.
Internships were mentioned by nine interviewees as
a way higher education could work with small business.
The interviewees cited this as an effective way for both
business and higher education to cooperate the
application of theory.
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Another seven interviewees discussed their interest
in educational institutions helping their businesses'
employees in communication skills both oral and written.
Seminars, workshops,

and formal courses were also

suggested as ways employees could benefit.
When analyzing by geographic area and by job
classification,

the patterns are similar.

Better than

two out of three pople in every geographic area and job
classification would like to see higher education become
more effective in their businesses' employee continuing
education.

The way in which they believe institutions

could be more effective,

as detailed in Table 10,

center

around curricular flexibility.
These opinions are generally similar to the
findings of the 1989 Connecticut study as well as,

those

of the 1987 New England Board of Higher Education
survey.

In this study,

however,

interviewees paid

greater stress on convenient scheduling for courses.
Adult learners,
both argue,

as Lynton

(1984)

and Cross

(1971,

1976)

require different approaches and delivery

systems by higher education.

The data in Table 10

supports Lynton's contention that higher education can
no longer be isolated.

He argues that it must be

closely intertwined with a society that no longer has
clear boundaries in time,

location,

or even membership.
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Future Employee Needs
In question eleven interviewees were asked to
describe qualities in employees that they perceived to
be important in meeting the future needs of their
organizations.

As examples,

they were asked to consider

the need for interpersonal and group dynamic skills and
the basic skills levels necessary for their employees.
Table 11 that follows summarizes the basic qualities in
employees that interviewees perceived to be important in
meeting the future needs of their organizations.

The

responses are categorized into three general areas.

Table 11
Qualities in employees that are perceived
important in the future
Number and Percentages of Interviewees Indicating This Quality

Type of Quality
Good work ethics

38

68%

Computer skills

27

48%

4

7%

Basic math and reading
skills

Thirty-eight

(68%)

extremely important.
commitment,

noted that a good work ethic was

Initiative, motivation,

open-mindedness,

dependibility,

loyalty,

honesty,

dedication,

accuracy,

and positive

attitude skills were all qualities mentioned as good
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work ethic qualities.

Communication skills,

both oral

and written, were mentioned as important qualities by
twenty-two of the interviewees.
A college degree,

bachelors or associate, was not

mentioned in connection with important qualities by any
interviewee,

but when directly questioned about the need

for formal education,
was desirable.

forty-six said a college education

Ten interviewees said that periodic

continuing education for such things as computer skills
was necessary for employees to meet the future needs of
their business.
Computer skills were mentioned by twenty-seven of
the interviewees as needed skills for the future
employees in their organization.
Basic skill levels in reading and math were
discussed by only four of the interviewees as future
needs that their businesses will be assessing in their
employees.

A minimum high school education level was

the needed training for these skill levels,

according to

these same interviewees.
An interesting comparison can be made between these
findings and the 1990 report from the Commission on the
Skills of the American Workforce,
America Report,

the 1989 Productive

and Workforce 2000 predictions

described in Chapter Two).

(all

These studies argued that

basic math and reading skills would be extremely
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important for future business employees.

In fact, most

research strongly suggests that this is becoming a
state,

as well as,

national problem.

The interviewees

from the small businesses involved in this study sharply
contrasted with the two reports in projecting the
perceived importance of basic math and reading skills.
Only seven percent of the interviewees saw this as an
important quality for future employees.

Table 5,

and

question 2 further emphasize the interviewees' opinion
on this matter.
Considering the high school drop-out rates in
Greater Boston and the Fall River/New Bedford areas one
might speculate that at least in those geographic
regions that basic math and reading skills of employees
would be a growing concern.

Interviewees from these

areas did stress that a minimum high school education
level was needed,

but personnel managers,

training directors,

owners,

presidents,

and supervisors did not

identify these basic skills as current or projected
problem areas.
The need for computer skills and a good work ethic
of employees were qualities that these findings and the
other three studies reported as important.
Greater Boston area,

In the

as two interviewees stressed the

need for this quality,

they even went so far as to offer

the opinion that employees from southeastern
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Massachusetts demonstrated this good work ethic quality
the best.

Biggest Challenge to Stay Competitive
In question twelve,
interview,

the last question of the

interviewees were asked what they perceived

to be their business' biggest challenge to stay
competitive.

Table 12 lists the challenges mentioned by

more than five respondents.
than one challenge,

Some respondents noted more

but all fifty-six interviewees

offered at least one challenge they perceived critical
to staying competitive.

Table 12
Perceived biggest challenge to stay competitive
(N=56)
Perceived
Challenge
Number of Inter■■■ ■■■■■—
...
— -«
———*-r—r
viewees Perceiving
This ChallengeA qualified and motivated workforce

38

Satisfied customers

10

Maintaining qualified and dedicated
management

8

Maintaining a profit in these
economic times

6

A qualifed and motivated workforce was seen as
their business' biggest challenge by thirty-eight of the
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interviewees.

The next most perceived challenge was

customer service or the need to satisfy the customer,
both at the time of the sale,

and after the sale.

Maintaining qualified and dedicated management was
seen by eight of the interviewees as their business'
biggest challenge.

These responses could have been

grouped with "a qualified and motivated workforce",

but

the interviewees emphasized management more forcefully
and singled out management rather than the workforce in
general.
Maintaining a profit in these economic times was
seen as the biggest challenge by six of the
interviewees.

In another related area,

three of the

interviewees saw the cost of personnel and fringe
benefits as their companies' biggest challenge to one of
the interviewees.
There were not important differences in the
perceived challenges when analyzed by geographic areas
or by job classification.

Two out of every three

interviewees in both categories said they perceived
their biggest challenge to stay competitive was a
qualified and motivated workforce.
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Summary
The following brief statements highlight the areas
of greatest agreement among those interviewed.
Employee Skills and Attitudes
- 95% believed that technological change,
computerization and shifts in the demographic
composition of the labor force are influencing
business operations.
- 84% said their business is now more computer
dependent.
- 73% said employees lack computer literacy skills.
- 68% said employees lack adequate interpersonal
relations and group dynamic skills.
- 68% said employees resist changes on their job.
- 67% said employees lack adequate supervisory skills.
- 66% said employees lack interest in new challenges.
- 64% said employees lack adequate critical thinking
and analytical skills that allow development of new
ideas,

programs,

designs,

or products.

- 62% said employees lack adequate reading, writing,
verbal communication skills.
Employee Continuing Education
- 93% of the businesses provided some form of
continuing education to manager/administrators,
70% to sales and customer service employess,
63% to secretaries/clerical staff.

and
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- Informal programs and on-the-job training are the
two most used methods in employee continuing
education.
- Internal staff provide more instruction propor¬
tionately than any other means for any group re¬
ceiving continuing education.
Higher Education
- 60% said they had at least some experience working
with higher education institutions.
- 88% said they would like to see higher education
work closer with small business.
- 80% would like higher education institutions to be
more flexible in the time courses are scheduled.
- 75% would like to see higher education develop
more realistic programs,

seminars,

and conferences.

- 63% said they did not have a formal continuing
education program for their employees.
- 68% noted that a good work ethic was an extremely
important guality in employees followed by
computer literacy skills

(48%).

The results and analysis of the data collected
through the fifty-six interviews are certainly more
detailed than this summary.
trends.

Yet,

these clarify certain

Chapter 5 relates these findings and trends to

the research questions.

CHAPTER 5
ANALYSIS OF RESEARCH QUESTIONS
Introduction
The purpose of this study is to explore small business
demand for employee continuing education.

It is intended

as well to provide information to higher education
institutions in Massachusetts about the continuing
education needs of small bussinesses

in the state.

Twelve research guestions were developed in this
study.

In this chapter,

interview findings are re-grouped

to answer the twelve questions.
re-stated,

Each question is

first

and then answered using the results of the

interviews.

Research Questions
1)

Do employers consider employee continuing education to
be an important function in their small business
presently and/or in the future?
Employers do consider employee continuing education to

be an important function both presently and for the future.
Attitudes about the importance of continuing education
surfaced repeatedly during the interviews.

Ninety-six

percent of those interviewed agreed that technological
change,

computerization,

and shifts in the demographic

composition of the labor force are influencing business
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operations.

Employers listed eight different areas of

continuing education needed within their business.
Lacking among employees included computer literacy
skills;

motivation for change;

adequate interpersonal

relations and group dynamic skills;

adequate supervisory

skills;

adequate critical

interest in new challenges;

thinking and analytical skills;

adequate reading,

and verbal communication skills;

writing,

and adequate technical

skills.
Eighty-eight percent of the interviewees said they
would like to see higher education become more effective in
their business'
majority

(85%)

employee continuing education.

The vast

said they would like to see educational

institutions develop more realistic programs,

seminars,

and

conferences which closely link the theory of the classroom
with the realities of the business world.
Over two-thirds

(68%)

of the employees stated that

obtaining a qualified and motivated workforce was their
companies'

biggest challenge.

An additional

seven percent

more mentioned that obtaining qualified and dedicated
management was their biggest challenge.
When these responses are considered together,

they

indicate that small businesses consider employee continuing
education to be an important function.

This remains true

across all geographic areas and job classifications
examined in the study.
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2)

How has technological change,

and shifts in the

demographic composition of the labor force affected
small business?

What has been the turnover rate of

their employees?
Computers may not be replacing people but they have
replaced typewriters,
withing Route 128.
receivable,

at least in the small businesses

Payroll,

personnel records,

accounts payable,

general ledger,

accounts

and order

entry/inventory are all either presently computerized,

or

being considered in over half of the small businesses in
this study.
While technological change is affecting all
businesses,

the Greater Boston and Marlboro/Fitchburg areas

seem to be more affected by technological changes than
other geographic areas.

Technological changes and the

impact of computers seem to be in just the intitial stages
in Fall River,

New Bedford,

and Hyannis.

Shifts in the demographic composition of the labor
force are affecting Greater Boston with an increase in the
Vietnamese,
River,

Cambodian,

New Bedford,

and Chinese populations.

In Fall

and Hudson there are large Portuguese

populations.
The demographic composition of the labor force has
also been affected by women entering the workforce.

They

have created a series of concerns for small businesses in
employee training and child care needs.

Thus far there
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seems to be little indication of small businesses
responding to these needs.
More part-time positions seem to be developing in
small businesses due to technological changes and changes
in the demographic composition of the labor force.
partly because of women's interest,
business needs due to technology,
business cost cutting.
without computers,

This is

partly because of

and partly because of

One conclusion could be that

technological advances,

and the changes

in the demographic composition of the labor force,
small business economies would not be possible.

these

Regardless

how one might evaluate the advantages or disadvantages of
part-time employees,

it is safe to conclude that such

technological advances as fax systems,
computers,

electronics,

and

have all influenced the way a small business

approaches certain tasks.
Forty-four of the interviewees noted that either by
the introduction of computers to their business,
expansion of computers and their functions,
businesses are more computer dependent.

or by the

their

Twenty-eight

reported that work was done much faster and more
efficiently today,

and twenty-six pointed to a need to

train existing employees as their companies' needs for
higher skilled workers.
Only three of the interviewees said there has been
little effect on the way their business works due to
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technological changes,

or shifts in the demographic

composition of the labor force.

Fifty-three out of

fifty-six said they believed their turnover rate was
generally low for their type of business,

and that they did

not believe that the turnover rate was affected by
technological changes,
3)

or computerization.

How do small businesses evaluate their employees7
continuing education needs?
Although the majority of employers agreed that there

was a need to evaluate their employees' continuing
education needs,

there is little evidence that small

businesses actually carry out such evaluations.

Less than

half of the small businesses involved in this study have
routinely evaluated their employees'
needs.

continuing education

Seven of the interviewees said their companies

evaluated employees' continuing education needs through
assessment of employee performance and discussions among
supervisors.
Once a problem was thought to be identified,
management decided how to proceed.
management evaluates,

The conclusion that

decides on the actions,

and evaluates

those actions seems to be most appropriate in all
geographic areas.
4)

How do small businesses develop their continuing
education programs?

How are these programs coordinated?

How are these programs evaluated?
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For the purposes of this study,

employee tuition

reimbursement is considered a form of continuing education
programs.

Thirty-eight businesses had such programs.

The

courses had to be first approved by a supervisor or
personnel department.

The supervisor or personnel

department would review the course to see if it was related
to the employee's job.

There was no evidence of any

on-going evaluation of employee continuing education needs,
but rather a reaction from management when problems
developed.
The nineteen businesses,
total population interviewed,

thirty-four percent of the
that had employee continuing

education programs beyond tuition reimbursement policies
all cited committee structures within their business which
are charged with periodically reviewing employee needs.
four businesses,

In

a designated personnel committee developed

programs and policies.

In other businesses,

the program

development came from management in response to perceived
training or education needs of employees.
Seven of the nineteen businesses had human resource
department managers coordinate their programs.
compnay presidents as the coordinators,

Six cited

and six other

businesses had educational committees to coordinate their
programs.
Programs are evaluated internally through the use of
participant evaluation forms.

None of the businesses used
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an external evaluator for their programs,

although eleven

of the interviewees who had programs said they thought that
that might be helpful.

In general,

it can be said that

decision-making and evaluation of education programs come
from the top down in small business.
5)

Is there any identifiable coherent strategy to develop
the core competencies employees should learn in
continuing education programs?
The evidence suggests that there isn't any

identifiable coherent strategy to develop core competencies
employees should learn in continuing education programs.
The exception to that statement would be in the company
tuition reimbursement policies of small business.

The

majority of small businesses in this study have such
policies.

Related educational courses are normally

reimbursed by small businesses if the small business agrees
that the course content responds to an employee need,

and

if the employee successfully completes the coursework.
General competencies and skill levels were mentioned
by the nineteen busineeses that had employee continuing
education programs beyond tuition policies.

Employee needs

perceived by employers or management were normally
addressed in these programs.

Nevertheless,

even with this

group of nineteen businesses there seems to be little
evidence of deliberate strategy in this area.
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The majority of all the interviewees in this study
listed nine general skill areas in which they believed
their employees showed deficiencies.
writing,

Adequate reading,

or verbal communication skills; and,

adequate

technical skills or, mathematical and problem solving
skills received the lowest ranking of their concerns.
Good work ethics,
attitude,

flexibility,

such as honesty,

loyalty,

positive

and motivation were qualities

mentioned by sixty-eight percent of those interviewed.
This was by far their major concern when continuing
education was discussed.

Next,

forty-eight percent stated

that basic computer skills were a must.

Oral and written

basic communication skills were mentioned as needed
competencies by thirty-nine percent of the interviewees.
Math and problem solving skills received the lowest
ranking.
6)

How are general competiencies such as working well with
others; communicating effectively; and analyzing and
solving problems presently being addressed?

Do these

general competencies seem important to employers?
These general competencies are presently being
addressed by informal programs,
seminars,

such as conferences and

and by on-the-job training.

They are also

addressed in courses for which employees gain credit toward
a college degree or certificate.
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These general competencies seem to be important to
small businesses.

According to the findings,

effective

communication as well as analyzing and problem solving are
key competencies.
7)

What do employers see as employee needs for more
specific competencies,
computation skills,

such as basic reading levels,

and writing?

Interviewees see specific competencies,
reading levels,

computation skills,

such as basic

and writing as less of

a problem than six other findings from the Workforce 2000
study.
writing,

Although employees lacking adequate reading,
and verbal skills was seen as a problem by

sixty-two percent of the interviewees,

employees lacking

basic mathematical and problem solving skills was seen as a
problem by forty-four percent.

Nevertheless,

in relation

to general competencies these specific competencies were
not seen as any where near as serious.
The results on this question differ from several
commentaries and studies reported in the literature.
Workforce 2000,

the 1989 Connecticut Study,

and the

Productive America Project identify basic reading levels,
computation skills,
employee needs.

and writing skills as very important

Small businesses from this study seem to

be more concerned with computer literacy skills,
interpersonal relations,
skills,

group dynamic skills,

critical thinking,

supervisory

and analytical skills.
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It is interesting to note that the Commission on the
Skills of the American Workforce remarked in their 1990
study that although a great many employers complain about
the absence of basic skills,

especially among entry level

workers,

relatively few are really talking about academic

skills.

Most,

according to the Commission,

are actually

referring to characteristics such as "reliability," "a good
attitude," "a pleasant appearance," and "a good
personality."

Interestingly,

in this survey,

the more interviewees talked

the more this sounded like the case with

their small businesses.
Perhaps one conclusion could be that small
businesses are more selective in their hiring
procedures.

This conclusion has some further

creditability when the geographic area comparison is
used.

In the Fall River/New Bedford areas small

businesses identified the lack of communication skills
as their principle concern.
Portuguese speaking people,

The high percentage of
together with the low

percentage of high school graduates help explain why
communication skills might be a problem in that area.
Small businesses in the Greater Boston area,

although

faced with a similar overall demographics seem not to
have these same concerns.

Perhaps this is due to a

large enough recruitment pool.
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8)

How effective are colleges and universities in
assisting small businesses
employees7

in meeting their

continuing education needs?

All but three interviewees said higher education
was at least moderately effective in assisting small
businesses in meeting their employees7
education needs.

The majority

employee performance,

(70%)

continuing

cited improved

motivated employees,

understanding in technical areas.

and better

Whether comparing

small businesses geographically or grouping interviewees
by job classification,
areas

the results were similar.

identified as problems

from a small business

perspective were class time conflicts,
needs,

The

program tailoring

and traveling inconveniences to colleges and

universities.
9)

How do the continuing education programs of large
businesses compare to small businesses7
What are the differences?

programs?

Are there common needs

in

employee continuing education for small and large
businesses?
The growing need for employee continuing education
was explored by reviewing in the literature on the
subject.
Journal

According to the Training and Development
(January,

1986;

January,

1987;

January,

1988)

corporate training funds are spent on a variety of
activities.

Nevertheless,

these journals,

as well as
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other literature point out that the larger the
corporation,

the more it spends per employee on

education and training

(Nash and Hawthorne,

1987).

The large corporations also have more educational
coordinators.

They provide more company-sponsored

in-house training and less on tuition reimbursement as
compared proportionately to small businesses.
to Hawthorne

(1987),

According

the corporations that spend the

most money clearly prefer to develop their own
educational programs.
The College Board

(Training by Contract,

1983)

concluded that organizations that contract with colleges
are large enough to supply a class of students and pay
for their program.
opportunity.

Small businesses do not have this

Their employees must choose from existing

education or training options offered by colleges and
thus have less

influence over content,

structure,

and

scheduling.
According to the literature,
this study,

and the findings in

there isn't a significant difference between

the large organizations and small businesses in the
demand for employee continuing education.
10)

Who presently provides employee continuing education
and to what groups of employees in small businesses
are they providing it?
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Nineteen of the
that their company's

small businesses

surveyed

indicated

employee continuing education

program consisted of company reimbursement policies
college
small

class tuition.

Nineteen others

for

said that their

businesses provide employee continuing education

beyond tuition reimbursement programs.
seventeen,

The

remainder,

have no continuing education programs

for

their employees.
Fifty-two

of the

small

businesses

their managers/administrators
education.

Other groups

are

noted by

sales/customer service employees
secretarian/clerical
(26

businesses),

staff

11)

receiving continuing
interviewees
(39

(8

included

businesses),

(35 businesses),

maintenance

factory/production workers

indicated that

businesses),

technicians
and

(5 businesses).

Do employers believe that present higher continuing
education programs
Forty-nine percent

would

like to

serve their needs?
of the

employee continuing education.

When asked what would they
institutions do,

programs,

42%

like to see higher education

said they would

institutions develop more

seminars,

the theory of the
business.

said they

see higher education become more effective

in their businesses'

educational

interviewees

like to see
realistic

and conferences which closely

classroom with the real world of

The vast majority

(thirty-nine out of

link
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forty two)

of this same group mentioned the need for

flexibility in the times courses are scheduled.
Twenty-one interviewees believed colleges and
universities should use more adjunct instructors from
business,

and in addition,

that colleges should use

full-time faculty with adult learners to review and
explore theories and practice.
All but three of the thirty-four interviewees who
had small businesses that worked with higher education
said that they were at leat moderately effective in
serving their needs.

Among those small businesses who

had previous experience with higher education
institutions,

the general comments suggest satisfaction

and interest in doing more.
12)

What role would small business employers like to see
higher education institutions serve in meeting their
employees7 continuing education needs?
Most interviewees

(forty-nine out of fifty-six)

would like to see higher education work more closely
with small businesses in developing curriculum for their
employees.

Surprisingly though,

only 16% of the

interviewees discussed an interest in higher education
helping their businesses/employees in improving their
communication skills.

As mentioned previously,

interviewees generally expressed less concern about
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employees' basic skills shortage,
skills,

such as communication

than Workforce 2000 and the Connecticut study.

Perhaps as the 1990 Commission of the Skills of the
American Workforce point out, most people when talking
about general skills are actually referring to
characteristics like reliability and a good attitude.
As the interviews progessed in this study,

small

business employers gradually think about employee needs.
By the conclusion of the interviews,

academic skills

seemed less important than more general concerns such as
good work ethics,

reliability,

and a good attitude.

Eighty-eight percent of the interviewees would like
to see higher education take some role in their employee
continuing education needs.

Perhaps it is time for

higher education to work with small businesses to help
define this role.

CHAPTER 6
CONCLUSIONS AND RECOMMENDATIONS
Conclusions
Small businesses employ over half the American
workforce,

and the small business sector accounts for

nearly two-fifths of the United States' gross national
product.

Nevertheless,

this research suggests that small

business employee continuing education gets relatively
little attention from small business or higher education
institutions.
In this study small business employers say that they
consider employee continuing education to be an important
function.

Yet,

the majority of small businesses involved

in this research do not have continuing education programs
for their employees.

Nor do these small businesses have

any identifiable coherent strategy to develop core
competencies for their employees.
The findings also show that small businesses are not
particularly concerned about employees' basic skill
shortages.

If small businesses don't show much interest

in continuing education and they are not concerned with
basic skills or core competencies in employee continuing
education,

one can ask if there really is a role for higher

education institutions in providing continuing education
for small business employees.
At the same time,

the findings in this study indicate

that the majority of small business employers say they
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would like to see higher education institutions work
closely with small businesses in developing curriculum for
their employees.

Small business employers say they would

like to see more practical learning.
Another conclusion clearly points to the fact that the
small businesses are concerned about good work ethics and
motivation.

The just completed study of the Commission of

the Skills of American Workforce concludes the same thing.
The commission points out that when most people are talking
about general skills they are actually referring to
characteristics like reliability and a good attitude.
Again these conclusions lead one to question higher
education's role.

The extent to which higher education can

respond to these areas of employee needs,
undertake such a challenge,

or wish to

is certainly open to debate.

This study also showed that small businesses are
concerned about computer skills.

Some higher educational

institutions teach skill competencies in word processing,
programming,
packages.

and the application of various software

Nevertheless,

other institutions may question

this role for higher education.
Taken together these findings might lead higher
education institutions to question what "education needs"
these small businesses really have.

The findings could

lead some higher education institutions to conclude that
there might not be a role for higher education in small
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business employee continuing education.

Can higher

education institutions provide a meaningful continuing
education?

Questions of knowledge versus competency,

and

educational needs versus work attitudes are certainly
raised.

I believe,

however,

that there is a role for

higher education in continuing education for small business
employees.
This study shows that there is a definite gap between
small business employers perceptions of need for employee
continuing education and higher education perceptions of
educational need.

The gap can be removed through more

communication and collaboration between the higher
education community and the small business community.
Higher education institutions have a challenge,
according to these findings,

if they wish to work with

small businesses in their employee continuing education.
Small business employers say they need employee continuing
education.

Yet,

the findings point to the fact that small

businesses don't have employee continuing education
programs.

In addition,

findings suggest that employers

can't identify what continuing education is needed.
Further research is needed in these areas.

Moreover,

higher education institutions need to determine their role
in developing a course like business ethics,

or such

courses that might address employer concerns of employee
reliability,

good attitude,

and motivation.

Research also
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needs to be pursued to further explore the role of
intellectual development in employee continuing education.
The findings do provide enough evidence to conclude
that there is a demand from small business to work with
higher education institutions in meeting their employees'
continuing education challenge.

The recommendations that

follow are made in the spirit of this challenge.
cannot be acted on by one sector alone.

Indeed,

They
they must

be implemented with active participation from both small
business and higher education.

Whether or not this

employee continuing education challenge is met in
Massachusetts has many implications for our state,
small business,

its

and our overall economic health.

Recommendations
Higher education institutions interested in working
more closely with small business in their employee
continuing education should consider the following
recommendations:

Recommendation 1 - Get involved in meaningful ways.
Identify one person or a group of individuals in your
institution to work more directly with small businesses in
your region.

This delegation should work with small

businesses in assessing their employees' continuing
education needs,

evaluating their workers'

skills,

and
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designing and implementing customized programs.
Undoubtedly,

this approach has worked well for large

businesses in Massachusetts.
Yet, while improving employee continuing education is
important,

so is increasing opportunities for low-cost

accessible formal programs for small businesses.

Many

avenues are presently closed to small businesses due to
prohibitive costs.

In identifying possible solutions,

higher education institutions should consider areas in
their curriculum which possibly could meet the needs of
individual employees.

These employees should be encouraged

to enroll in such programs,

and college faculty should be

encouraged to consider the needs of these employees.

Recommendation 2 - Create small business consortia to
offset employee continuing education costs.
Higher education institutions and small businesses
should apply the consortia model in their local areas.
These research findings suggest that small businesses in
Massachusetts have similar employee continuing education
needs.

Acting as a consortium,

these small businesses

should be able to afford the employee continuing education
they seek.

Higher education institutions can provide the

expertise and facilities.
offset the cost restraints,

The consortium model can help
as well as provide the means to
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make such efforts meaningful and accessible to small
businesses.

Recommendation 3 - Improve communications with small
businesses and their employees through a continuing
education awareness program.
There should be a shared vision about the role of
continuing education in our society.

Emphasis needs to be

placed on helping people think about education as a
lifelong endeavor.
Employees need encouragement and support from their
employers to seek additional training and education.
Employers need encouragement and support from higher
eucation to review their employee continuing education
programs,

evaluate their employeees'

skills and develop

appropriate programs to meet their workplace needs.
The communication should be comprehensive.

It should

provide a coherent vision of why employee continuing
education is important,

and the benefits that can result.

Recomendation 4 - Develop alternative learning
opportunities for adult learners in the college curriculum.
One of the toughest problems instructors of adults
face is the diversity of these adults.
different educational background,
learning,

style,

Each employee has a
and pace of

as well as a different level of preparation.

The
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specific educational goals and needs of the employee must
be recognized at the same time that the educational
institution tries to meet the needs of the small business.
Most of pre-adult education is institutionalized
through the school,

or college,

the principal method

employed of organizing students is the class,
taught by the professor.

planned and

Yet, many adults have a good

self-concept of being an adult,

and therefore they also

have a desire and capability of taking responsibility for
planning and managing their learning.
higher education institutions, peers,
lecturers,

and other helpers,

With help from
cluster coordinators,

small business employees can

meet their specific continuing education needs through
different learning environments.

Recommendation 5 - Provide more curriculum interaction with
small business by bringing adjunct faculty from small
business into the academy.
Based on tight budgets of higher education
institutions,

part-time faculty are an economic reality.

Adjunct faculty can also help to bridge the "theory vs.
real world gap" that many businesses complained about in
the interviews.

Higher education institutions should make

adjunct faculty feel more a part of the academic world.
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They need, lore one-to-one contact with members of their
disciplines.

There needs to be more exchange of ideas.

Adjunct faculty should be assigned and encouraged to serve
on faculty committees.
This recommendation may be more controversial than
most.

Some may even argue by using adjuncts this way,

one

is in fact not expanding the educational experience of any
institution,
it gives.

but rather cheapening the quality of education

On the other end of the spectrum of opinion,

some believe part-time faculty,

if allowed to be part of

higher education institution's campus,

can bring to a

curriculum life experiences that students may not get
through college courses alone.

This recommendation is

based on the belief that part-time faculty can bring a
valuable perspective to the curriculum of an institution.

Recommendation 6 - Explore how curricula in all areas can
be adapted to more effectively support real world
applications in small business.
The arts,

humanities,

and the sciences,

professional and more specific career fields,

as well as
should all be

explored for ways to make higher education's curricula even
more useful and responsive to society.

Academic
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institutions and small businesses need to continue to
explore higher education's role in employee continuing
education.

This study hopefully will lead to further

needed research in this attempt.

APPENDIX A
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SMALL BUSINESS DEMAND SURVEY FORM

Business Name _

Interviewee _

Type of Business _

Interviewee's Title

No. of Employees _

Telephone // _

Address

1)
Studies have indicated that technological change, computerization, and
shifts in demographic composition of the labor force are influencing
business operations.
Have you found this to be the case for your business?
For example:
a) What kind of technological changes have taken place in your
business in the last 5 years?
Any operational changes, new products, etc. ?

b) What effect have technological changes or shifts in the demographic
composition of the labor force had on the way your business works today?
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c) Has your business computerized in any way?
having on your business operation?

What effect is this

d) Are employee skill requirements different now because of any
technological changes in your business operations?
In what way?

e) What is the turnover rate of employees in your business?
How does
this compare to 5 years ago?
Is this turnover influenced by any
technological changes in your company?
Is this turnover influenced by
computerization?
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2) How would you rank the following tonics in your organization?
(1 - would be a major problem, 2 - a problem, 3 - a minor problem,
4 - not a problem, 5 - you don't know or aren't sure)

1

2

3

4

5

1

2

3

4

5

1
1
1

2

4
4
4
4
4

5
5
5
5
5

1

2
2

1

2

3
3
3
3
3

1

2

3

4

5

1

2
2

3
3

4
4

5
5

1

2

Employees lack adequate reading, writing, and
verbal communication skills (adult illiteracy)
Employees lack basic mathematical and problem¬
solving skills needed for the job
Employees lack computer literacy skills
Employees lack interest in taking on new challenges
Employees resist changes related to their job
Employees lack adequate technical skills
Employees lack adequate interpersonal relations and
group dynamics skills
Employees lack adequate critical thinking and
analytical skills that allow development of new
ideas, programs, designs, or products
Employees lack adequate supervisory skills
Other (please specify)

3) What groups within your organization are currently being served through
continuing education programs and by what method?
Method

Groups
Managers/Administrators

1)

on-the-job training

•

Sales and customer service
employees

2)

informal programs,
such as
conferences and
seminars

3)

intense formal
courses of short
duration

4)

formal courses which
meet once or twice a
week for a longer
duration

5)

courses for which
employees gain credit
toward a college
degree or certificate

Technicians

Secretaries/Clerical Staff
Factory/Production Workers

Maintenance
Other (please specify)

6) Other
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4)
Who provides your employee continuing education programs for these
various groups in your organization?
Managers/Administrators _
Professional specialists _
Sales and customer service employees
Technicians ____
Secretaries/Clerical staff _
Factory/Production workers _
Maintenance _
Other (Please Specify) _

5)
Has your company worked with higher education institutions for your
employee continuing education needs?
How effective has higher education
been in providing meaningful programs for your business?
Can you explain
some of the most positive contributions?
What have been the problem areas?
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6) Does your company have a continuing education program for its employees.
If so, how was it developed?

7) How does your company coordinate its program?

8) How does your company evaluate its program?

9) In general, what do you see as the continuing education needs among
employees in your organization?
For example, how important is it to learn
how to use a computer, improve communication skills, or learn new technical
skills?
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10) What would you like to see higher education institutions do to be more
effective in employee continuing education for your business?

11) Please describe qualities in employees that you perceive to be
important in meeting the future needs of your organization?
For example,
their basic skill levels, interpersonal, and group dynamic skills?

12) What do you see as your business's biggest challenge to stay
competitive?

4

APPENDIX B

PARTICIPANT’S INFORMED CONSENT FORM

I,_, agree to participate in
this "Study Exploring the Small Business Training Challenge.”

My participation

is not intended to prejudice ray present or future association with ray
organization.

I understand that ray individual comments will be held in

confidentiality and only shared in the aggregate.
participation anonymity will be emphasized.

I also realize my
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